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ABSTRACT 
 
This study focused on establishing the impact of job satisfaction (JS) and 
organisational commitment (OC) on turnover intentions of high school teachers in 
Fort Beaufort.  Quantitative research methodology was used to gather data with the 
use of the short version of the Minnesota Job Satisfaction Questionnaire; the 
Organisational Commitment Questionnaire measuring three facets of commitment 
(affective, continuance, and normative); and Turnover Intention Questionnaire 
consisting of three items.  Validity and reliability of each instrument was presented 
and explained.  Data analysis was facilitated by the use of Statistical Package for 
Social Sciences (SPSS).  The results indicated that teachers’ level of satisfaction 
was high with many aspects of their job and it was low with some aspects with pay 
and the amount of work being the lowest.  A negative relationship between job 
satisfaction and turnover was established, and organisational commitment was found 
to influence turnover intention. 
Key words: Job satisfaction, organisational commitment and turnover intentions. 
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CHAPTER ONE: INTROUCTION AND BACKGROUND OF THE STUDY 
1.1 Introduction 
 
Job satisfaction is an important factor that has been found globally to affect 
absenteeism, commitment and employee turnover. According to Meyer (2005), job 
dissatisfaction leads to low productivity, high absenteeism, labour unrest, industrial 
action and high employee turnover. When employees are dissatisfied there is a 
possibility of creating rather than solving problems for the organisation.  An 
individual’s work motivation is related to his or her job satisfaction, which in turn is 
associated with employee performance and ultimately customer satisfaction (Kinicki 
& Kreitner, 2009).   
 
Wood, Wallace, Zeffane, Schermerhorn, Hunt and Osborn (2001) define job 
satisfaction as the degree to which an individual feels positively or negatively about 
work.  They further explain that it is an emotional response to one’s tasks as well as 
to the physical and social conditions of the workplace.  Similarly Afolabi (2005), posit 
that job satisfaction entail the feeling and thought that arise from actual work 
experience that make employees to be positively committed to the organisation.  
 
Research indicates that people who receive high rewards report higher job 
satisfaction, also, performance contingent rewards influence a person’s work 
performance (Wood et al., 2001).  According to Cerit (2009), teacher job satisfaction 
refers to a teacher’s affective relation to his or her teaching role . This is a function of 
perceived relationship between what one wants from teaching and what one 
perceives it offers to a teacher.  With the above definitions of job satisfaction, one 
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can say job satisfaction relates to what the person on the job wants and what the job 
actually offers. 
 
Research done by George, Louw and Badenhorst (2008) in Namibia showed that 
teachers were dissatisfied with the intrinsic factors of work, especially with the 
factors relating to school area and rank.  A study done by Sirima and Poipoi (2010), 
found that teachers were dissatisfied with workplace conditions, education policies, 
delayed promotion opportunities, too much work, inadequate in-service courses as 
well as poor inter-personal relationships. The absence of job satisfaction leads to 
reduced organisational commitment (Natarajan, 2011). 
 According to Kreitner and Kinicki (2010) organisational commitment is the level to 
which an individual associate himself/herself with an organisation and is committed 
to its goals.  Lumley, Coetzee, Tladinyane and Ferreira (2011) also define 
organisational commitment as a psychological connection that individuals have with 
their organisation, which is characterised by strong identification with the 
organisation and a desire to contribute to the accomplishment of organisational 
goals. 
 
Organisational commitment is seen as an important work attitude because 
committed individuals are expected to display a willingness to work harder to achieve 
organisational goals and a greater desire to stay employed at the organisation.  
Committed employees identify with the organisation, make personal sacrifices, 
perform beyond normal expectations, work selflessly and contribute to the 
organisation’s overall effectiveness (Stander & Rothmann, 2009). 
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From the above definitions it is clear that employees who are not committed can 
negatively portray the image of the organisation.  Committed employees are more 
than loyal to the organisation and they actively contribute to the accomplishment of  
organisational goals. 
 
Brough and Frame (2004) state that job satisfaction is a strong predictor of turnover 
intention.  Studies by Cho, Guchait and Johnson (2009) found a significant negative 
relationship between organisational commitment and intent to leave.  The important 
role of organisational commitment as a major antecedent of intention to leave was 
confirmed.  Wood, et al. (2001), define turnover as the decision by people to 
terminate their employment.  Muchinsky (2003) refer to turnover as permanent 
employee withdrawal from a noxious employment condition. 
 
Strong positive relationship has been observed between organisational commitment 
and job satisfaction (Aamodt, 2004; Kreitner & Kinicki, 2010; Lumley, et al., 2011). 
Results have shown that satisfied employees tend to be committed to an 
organisation, and employees who are satisfied and committed are more likely to 
attend work, stay with an organisation, arrive at work on time, perform well and 
engage in behaviours helpful to the organisation.  Lumley, et al. (2011) argues that 
job satisfaction is affected by personal and organisational factors, which cause an 
emotional reaction affecting organisational commitment.  Better performance, 
reduction in withdrawal and counter-productive behaviours are seen as the 
consequences of job satisfaction. 
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A significant negative correlation was found between the facets of job satisfaction 
and turnover intention (Ali, 2008).  Thus when workers are dissatisfied with their 
jobs, there are less involved and organisational commitment which eventually leads 
to intention to end the relationship with the organisation.  A link has been identified 
between organisational commitment and employee turnover, and the conclusion was 
that employees who were strongly committed to the organisation were less likely to 
leave the organisation (Lumley, et al., 2011).   
1.2 Problem Statement 
 
The South African government is under pressure to improve Grade 12 results (report 
from Association of University Administrators 2012 conference).  The Minister of 
Basic Education Angie Motshekga took full control of the “troubled Eastern Cape 
Department of Education” and indicated that the decision would only be reversed 
when the province achieves a 70% matric pass rate.  Minister Angie Motshekga 
mentioned that the province was the worst performer in 2011 with a pass rate of 
58.1% and the province could not meet even 60% which was the Premier’s target 
(Daily Dispatch, 26 April 2012). 
 
Teachers, especially in the Eastern Cape Province, have repeatedly embarked on 
strikes in an attempt to compel government to address problems at their work 
places.  This has been confirmed by the findings of the study by Jimana (2012) in 
two East London schools, Eastern Cape.  It was reflected on School Management 
Team (SMT) minutes that teachers were mostly absent due to strike.  There were 
neither teachers nor learners in schools during that period; however, SMT minutes 
for one school reflected recovery plans for the time lost during strike, including 
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Saturday classes.  In one school teachers left before end of school and others did 
not come to school because they had gone to attend union meetings. In that case, a 
teacher who remained in school will have to monitor a class for whoever is absent.   
“On 18 August 2010, SADTU embarked on a full indefinite strike over salaries.  The 
strike resulted in a total shut down of schools until 6 September 2010 when it was 
eventually suspended.  Grade 12 examinations were due to start on 26 October 
2010” (Letseka, Bantwini & McKenzie, p. 1199).  The Mail & Guardian (22 November 
2011) also alluded to this by stating that “the South African Democratic Teachers 
Union (SADTU) has backed down, for the moment, from its threat to take 53 000 
Eastern Cape teachers on strike during the current matric exams  but tensions 
remain high after it lodged a court application against the province’s education 
department.”   
 
When teachers are fighting for their rights, they neglect the learners and this could 
be interpreted as a lack of commitment.  There is limited evidence to illustrate 
measures teachers take to cover up the time lost during strikes.  A study by Letseka, 
et al. (2012), showed that SADTU mobilises teachers to go on strike often over 
salary increases at the expense of teaching and learning which are compromised for 
several months.  This does not fit well in a country whose education system is 
dysfunctional and cannot compete with systems in its much poorer neighbouring 
countries. 
 
Some teachers have started developing themselves by enrolling in programmes that 
might give them an opportunity to join other sectors besides Education.  Presumably 
this is an indication of the intention to leave the classrooms for other types of work.   
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There is a shortage of teachers in most high schools especially teachers for 
Mathematics and Physical Science (Perrachione, Rosser & Peterson, 2008). This 
has been observed especially by the Faculty of Education, University of Fort Hare 
(UFH) whose student teachers have had to assist students with the whole syllabus 
when they were in schools for teaching practice. They also had to assist after school 
practice as per the Department of Education’s request (Fort Beaufort District) as well 
as request from students. This indicates that the department is faced with a 
challenge of losing teachers. The department is experiencing difficulties with 
replacing teachers and this creates overload for those who remain, as they end up 
teaching subjects that they are not trained for.  This lowers the level of commitment 
and results in turnover intention.  Hammet (2008) indicates that there is a growing 
shortage of qualified teachers in South Africa. 
According to George, et al. (2008), lack of job satisfaction results in frequent teacher 
absenteeism from school, aggressive behaviour towards colleagues and learners, 
early exits from the teaching profession, and psychological withdrawal from the work.  
It was also discovered that effectiveness of an educational system depends largely 
on the job satisfaction of the teachers employed in the system.   
 
Based on the above the study at hand concerns the impact of job satisfaction and 
organisational commitment on turnover intention.  The question to which an answer 
will be sought in this study is whether less job satisfaction and less organisational 
commitment result in turnover intention. 
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1.3 Objectives of the study 
 
1.3.1 To determine job satisfaction level and organisational commitment level 
amongst secondary school teachers  
1.3.2 To examine the relationship between job satisfaction and organisational 
commitment amongst secondary school teachers 
1.3.3 To examine the impact of job satisfaction on turnover intentions amongst 
secondary school teachers. 
1.3.4 To establish the impact of organisational commitment on turnover intentions 
amongst secondary school teachers  
1.4 Hypotheses 
 
The hypotheses of the present study are as following: 
Hypothesis 1 
H0: The level of job satisfaction amongst secondary school teachers is low. 
H1:  The level of job satisfaction amongst secondary school teachers is high. 
 Hypothesis 2 
H0:  The level of commitment amongst secondary school teachers is low. 
H2:  The level of commitment amongst secondary school teachers is high. 
 Hypothesis 3 
H0:There is no relationship between job satisfaction and organisational commitment. 
H3: There is relationship between job satisfaction and organisational commitment. 
Hypothesis 4 
H0:  Job satisfaction does not influence employee turnover intentions. 
H4:  Job satisfaction influences employee turnover intentions. 
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Hypothesis 5 
H0:  Organisational commitment does not influence employee turnover intentions. 
H5:  Organisational commitment influences employee turnover intentions. 
Hypothesis 6 
H0: There is no additive effect between job satisfaction and organisational 
commitment whereby the two put together account for a higher proportion of 
variance in turnover intentions than each of them separately. 
H6: There is an additive effect between job satisfaction and organisational 
commitment whereby the two put together account for a higher proportion of 
variance in turnover intentions than each of them separately. 
1.5 Significance of the study 
 
The importance of improving teacher job satisfaction in terms of school success and 
better education can be understood easily if we can consider the fact that employees 
with high job satisfaction contribute in working more effectively and are attaining high 
performance (Cerit, 2009). Teacher job satisfaction is very important to continuing 
growth of education system around the world.  Teachers are a crucial element of 
educational opportunity structures. Without teachers there can be no education and 
without education there is no possibility of sustained economic, political and social 
development (Sirima & Poipoi, 2010).  
 
Research on the impact of job satisfaction and organisational commitment on 
turnover intention particularly amongst teachers appears to be limited.  Such 
research has been done mostly in formal organisations hence; the research at hand 
anticipates that the outcome will:  
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 assist the department in addressing the areas of concern in order to maintain 
satisfaction and commitment among teachers as its employees. 
 guide unions to know exactly the needs of teachers  and what development 
plans can be implemented. 
 also assist the Department of Education to put in place systems that will 
encourage teachers.  
Lastly, if teachers can be satisfied and committed, better education and high 
performance will be achieved and there will be no intention to leave. 
1.6 Definition of key concepts 
 
1.6.1 Job satisfaction 
 
Job satisfaction is the degree to which an individual feels positively or negatively 
about work and it is an emotional response to one’s tasks as well as to the physical 
and social conditions of the workplace (Wood, et al., 2001). 
1.6.2 Organisational commitment 
 
Organizational commitment is defined as a psychological connection that individuals 
have with their organisation, which is characterised by strong identification with the 
organisation and a desire to contribute to the accomplishment of organisational goals 
(Lumley, et al., 2011). 
1.6.3 Turnover 
 
It is referred to as permanently employee withdrawal from a noxious employment 
condition (Muchinsky, 2003). 
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1.7 Delimitation of the study 
1.7.1 Type of the organisation 
 
The study was conducted at the Fort Beaufort District of Education. 
1.7.2 Size of the organisation 
 
The research focused at high school teachers of Fort Beaufort district which consists 
of 513 teachers. 
1.7.3 Geographical demarcation 
 
Fort Beaufort district of Education comprises all schools located in the Nkonkobe 
municipality in the province of Eastern Cape.  There are 48 high schools in total. 
1.7.4 Concepts of evaluation 
 
The research focused on job satisfaction and turnover investigating the impact of job 
satisfaction and organisational commitment on turnover intention among high school 
teachers in Nkonkobe district Municipal area.   
1.8 Ethical Consideration 
“Ethics within a society pertain to commonly accepted standards of right and wrong 
behaviour.  Ethics provide guidelines for decision making and determine the 
organisation’s socially responsive actions.  Organisational ethics can be defined as 
the body of moral principles or values governing or distinctive of a particular 
organisation” (Cant, Gerber, Nel & Kotzé, 2003, p. 11). The study put ethical 
consideration in practice. It was made clear that participation is voluntary; no one 
was forced to participate.  Permission was granted from the Department of 
Education, Fort Beaufort district to conduct a research study on the impact of job 
satisfaction and organisational commitment and turnover intentions.  Executive 
summary was attached to the questionnaire informing the participants about the aim, 
objectives of the study, how the study was going to benefit the society as well as 
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assuring respondents to the confidentiality of any information provided.  
Respondents were provided with detailed instructions as to how the questionnaire 
was to be completed and returned. This was to ensure that participants provide 
relevant information. Confidentiality was ensured by making the responses 
anonymous. The reason for assuring confidentiality of information is based on the 
fact that this significantly reduces the likelihood of obtaining biased responses 
(Sekaran, 2003).  
1.8 Conclusion 
 
This chapter has set the background of the study, concerned with determining job 
satisfaction and organisational commitment among high school teachers.  The 
problem statement, objectives of the study as well as hypotheses has been outlined.  
Definitions of key terms have also been outlined.   The next chapter focuses on the 
literature of the study. 
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CHAPTER TWO: JOB SATISFACTION 
2.1 Introduction 
 
Job satisfaction is a widely researched topic due to important associations of job 
satisfaction with several variables.  It has a positive association with life satisfaction, 
organisational commitment as well as job performance (Buitendach & De Witte, 
2005).  Perrachione, Rosser and Peterson (2008) support that by stating job 
satisfaction has  reliable predictor of employee retention. It has been found that 
personal satisfaction, along with professional responsibility is an important indicator 
of a person psychological wellbeing, as well as a predictor of work performance and 
commitment.  
 
Relevance of job satisfaction is crucial to the long term growth of any work industry 
all over the world (Ololube, 2006). It has to do with the needs satisfaction which is 
vital in the lives of workers because it forms the essential reason for working (Sirima 
& Poipoi, 2010). According to Cerit (2009), job satisfaction takes place when the 
features of the job and the needs of those performing the job meet one another. An 
individual with a high level of job satisfaction holds positive feelings about his or her 
job, while an individual with low level of job satisfaction holds negative feelings 
(Lumley, et al. 2011). 
 
Chiboiwa, Chipunza and Samuel (2011) state that job satisfaction has been 
identified as major requirement for organisations who want to excel in their 
operations.   Lumley, et al. (2011) affirms that job satisfaction among employees is 
an indicator of effectiveness in the organisation, and it is influenced by organisational 
and personal factors.  Warsi, Fatima, Shamin & Sahibzada, (2009) argue that job 
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satisfaction is regarded as something which is central in work and organisational 
psychology, which mediates the relation between working conditions and 
organisational and individual outcomes on the other hand. 
 
When employees are satisfied with their jobs, they become loyal to the organisation, 
the customer service quality is likely to increase and that lead to customer 
satisfaction and customer loyalty (Van Sheers & Wild, 2011).  Aref and Aref (2011) 
support that by stating workers who are more satisfied show more positive feelings, 
positive thoughts as well as actions toward their jobs.  It is also very important for 
workers to be happy in their work, given the amount of time they have to spend in 
the work place throughout their working lives (Baloch, 2008). 
 
Job satisfaction is crucial for teachers as they seem to be the most important group 
of professionals for our nation’s future.  Therefore it is disturbing to find that many 
teachers today are dissatisfied with their jobs.  Malik, Nawab, Naeem and Danish 
(2010) posit that teacher is the central element in educational system holding 
numerous significant responsibilities. They further stated that the overall 
performance of schools depend on teachers and ultimately their level of commitment 
and satisfaction.  Oyewumi, Ibitoye and Sanni (2012) concur by stating success of 
any educational system depends on the quality and capability of teachers who are 
indispensable to the system and they are important force in the improvement of a 
society. 
Arumagasamy (2012) share the same views by stating that teachers are powerful 
tools for improving quality of education through effective classroom practices and 
factors contribute to that is strong motivation. Motivation is associated with 
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satisfaction. Satisfaction motivates teachers to aim for higher performance and 
achievement to fulfil their sense of accomplishment.   Ololube (2006) states that 
teachers are expected to render a very high job performance and the department of 
education is always interested about the job performance of its teachers hence it is 
important to emphasize education’s motivational methods and tools. 
 
Cerit (2009) affirms that teachers with more job satisfaction are likely to be more 
enthusiastic to spend more time and energy for educating students.  They perform 
better, and that influence the performance of children and also the social, emotional 
and cognitive development of students and their academic success.  Oyewumi, et 
al,(2012) share the same views by stating teachers who are satisfied with their jobs 
have a high level of professional competence.  They feel competent in terms of their 
knowledge of subject matter and their teaching skills, and they feel confident about 
classroom management. 
 
Bogler (2002) concurs by stating that teacher job satisfaction has been found to be 
related with teacher quality, organisational commitment and performance of the 
organisation in reference to academic achievement, student behaviour, student 
satisfaction, administrative performance and teacher turnover.  Aref and Aref (2011) 
posit that when teachers are willing and prepared to stay in the teaching profession 
regardless of the discomfort and the desire to leave teaching for a better job that 
shows job satisfaction. 
Skaalvik and Skaalvik (2011) state that the source of job satisfaction and 
dissatisfaction can be classified into intrinsic rewards of teaching, factors extrinsic to 
the school and school based factors. The intrinsic rewards of teaching relates to  the 
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actual work of teaching, working with the students, and seeing students learn and 
develop, all of which are primary drives for becoming a teacher and a main source of 
satisfaction among teachers. Extrinsic factors to the school include imposed 
educational change, external evaluation of schools, negative representation of 
teachers in the media, and a decrease in the status of teaching.  School based 
factors at school may include relations with colleagues, parents, and the school 
leadership, as well as time pressure, disruptive student behaviour, and values 
stressed at the local school. 
 
Since job satisfaction seems to have a positive effect on the quality of education, one 
can say it is necessary to look at the variety of factors which contribute to educator’s 
job satisfaction and address them in order to make change in academic performance 
of learners. In the same vein, Malik, et al. (2010) states that understanding how 
teachers become satisfied and committed to schools is really important to boosting 
up their performance.   
2.2 Defining job satisfaction 
 
Bergh and Theron (2009) define job satisfaction as mainly positive attitude towards 
the work situation.  An individual may be dissatisfied with some aspect of his/her job 
and satisfied with others, but if he/she feels positively about relatively more aspects 
therefore that can be labelled job satisfaction. Job satisfaction refers to an 
individual’s feeling about their job and the attitudes they have towards various 
aspects of their job, as well as an attitude and perception that could consequently 
influence the degree of fit between the individual and the organization (Lumley, et al. 
2011).   
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Job satisfaction is also defined as the degree of fit between the features of job and 
employees’ expectations.  According to this approach, job satisfaction appears if 
expectations are met or fulfilled; otherwise, dissatisfaction would be the outcome of 
any working experience (Tutuncu & Kozak 2007). Aref and Aref (2011) define job 
satisfaction as the degree in to which the working environment meets the needs and 
values of employees and the response of individual to that environment. 
 
Job satisfaction is an enjoyable emotional state that results from the appraisal of 
one’s job or job experiences (Martin & Roodt, 2008; Skaalvik & Skaalvik, 2011).  
Cerit (2009) argues that job satisfaction is an attitude developed by an individual 
towards the job and job conditions.  Buitendach and De Witte (2005) refer job 
satisfaction as an individual’s perceptions as well as evaluation of his job and the 
perception is influenced by circumstances such as needs, values and expectations. 
 
Kreitner and Kinicki (2006), refer to job satisfaction as a global construct of different 
dimensions to which the employee reacts affectively. Coetzee and Schreuder (2010) 
define job satisfaction as the employee perceptions of how best their jobs provide to 
what they see as important to them.  Job satisfaction reflects feelings of fulfilment 
from the job and the work setting.   
 
According to Baloch (2007), job satisfaction entails doing a job one enjoys, doing it 
well, enthusiasm and happiness with one’s work and being suitably rewarded for 
one’s efforts.  For an organisation, job satisfaction of its employees means a work 
force that is fully motivated and committed to high quality performance.  Increased 
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productivity, the quantity and quality of output per hour worked, seems to be a result 
of improved quality of working life. 
 
Teacher job satisfaction is teacher’s affective reactions to their work or to their 
teaching role (Skaalvik & Skaalvik, 2011; Cerit, 2009) and is a function of the 
perceived  relationship between what one wants from teaching and what one 
perceives it offers to a teacher (Cerit, 2009).  Bogler (2002) defines teacher 
satisfaction as a single, general measure that is statistically important predictor of 
effective schools.   
 
Ololube (2006) define teacher job satisfaction as the ability of the teaching job to 
meet teacher’s needs and improve their teaching performance.  Malik, et al, (2010) 
refers teacher job satisfaction as a state of mind determined by the degree to which 
the individual sees his/her job related needs being met. The manifestation of job 
satisfaction has implications for the teacher as well as for the educational system in 
which he or she is employed.  The degree of job satisfaction experienced by the 
teacher has impact on different attitudes of the teacher, his or her physical well-being 
and life expectancy, absenteeism and turnover, as well as success in the profession 
(George, et al., 2008). 
 
Sloane and Williams (2000) (as cited by Pienaar, Sieberhagen and Mostert, 2007, p. 
62) found that job satisfaction is influenced by a myriad of job-related factors, such 
as pay, benefits, conditions of employment, relationships with supervisors and 
colleagues and fundamental benefits individuals perceive themselves as receiving 
from doing the job. 
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2.3  Theories of motivation 
 
2.3.1 Frederick Hertzberg two factor theory 
Hertzberg two factor theory states that job satisfaction and dissatisfaction stem from 
two different sources, that is, motivators and hygienic factors. Hence it is referred to 
as two-factor theory of job satisfaction.  Motivators are related to people who are 
satisfied with aspects of their jobs that had to do with the work itself or to outcomes 
directly resulting from it (Meyer, 2005).  According to Greenberg and Baron (2008) 
chances for promotion, opportunities for personal growth, recognition, responsibility 
and achievement are associated with high levels of satisfaction; they are referred to 
as motivators.  
 
Hygiene factors relate to the fact that employees are dissatisfied with the conditions 
surrounding the job, such as working conditions, pay, security, relations with others 
rather than work itself (Meyer, 2005).  Riggio (2009) illustrate the concepts of 
hygiene and motivators by considering the jobs of high school teachers.  If the job is 
not well paid and working conditions are poor, that means the hygiene in the job is 
low to moderate.  If the job is having high level of responsibility which is shaping 
young minds and teachers consider themselves as professionals doing work that has 
value to society.  Then these are motivators that will lead to job satisfaction and keep 
levels of motivation high for people in this profession. 
 
Greenberg and Baron (2008) posit that motivators contribute to job satisfaction when 
present at high level, but when absent they do not lead to job dissatisfaction but less 
satisfaction.  Hygiene factors when absent, contribute to dissatisfaction, but not to 
satisfaction when present.  Mokoena (2012) mentions that if the importance of 
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hygiene factors is that they are like primary needs, they must be met in order to 
prevent job dissatisfaction even though they have little effect on positive job 
attitudes.  The reason for the little effect is that hygiene factors are mostly related to 
the environment external to the job that is the job context. 
 
Ololube (2006) states that both hygiene factors and motivators are important but in 
different ways:  in case of Education, if school improvement depends basically on the 
improvement of teaching, ways to increase teacher motivation and capabilities 
should be the core processes upon which efforts to make schools more effective 
focus.  And also highly motivated and need satisfied teachers can create a good 
social, professional knowledge, interpersonal knowledge and intrapersonal 
knowledge. 
 
Spector (2003) argues that two-factor theory has been very successful in focusing 
attention on the importance of providing employees with work that is meaningful to 
them.  Herzberg two-factor theory has attracted a great deal of interest from 
managers looking for ways of motivating staff and from academics testing 
Herzberg’s propositions.  It made large amount of interest in the field of work design 
as well as in the way in which jobs could be enriched to harness their motivational 
potential (Fincham & Rhodes, 2005). 
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Table 2.1 Herzberg’s two-factor theory of motivation (Adapted from Fincham & 
Rhodes, 2005, p. 200). 
 
 
Motivators 
 
 
Hygienes 
 
Responsibility 
Recognition 
Promotion 
Achievement 
Intrinsic aspects of the job 
 
 
Supervision 
Salary 
Work environment 
Company policies 
Relationship with colleagues 
 
 
Robbins and Judge (2011) argue that the Two-Factor Theory has not received 
adequate support in the literature, and it was criticised a lot.  The criticism of theory 
included the following: 
 “The procedure that Herzberg used is limited by its methodology.  When 
things are going well, people tend to take credit themselves.  Contrarily, 
extrinsic environment is blamed for the failure; 
 The reliability of Herzberg’s methodology is questioned, 
 No overall measure of satisfaction was utilized, 
 Herzberg assumed a relationship between satisfaction and productivity, but 
the research method he used looked only at satisfaction and not at 
productivity” (p. 147). 
Wood, et al. (2010) highlight other Herzberg’s criticism as follows: 
 “The original sample of scientist and engineers probably is not representative 
of the working population, 
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 The theory does not account for individual differences (for example, the 
similar impact of pay regardless of gender, age and other important 
differences), 
 The theory does not clearly define the relationship between satisfaction and 
motivators” (p. 93). 
 
Amstrong (2005) argues that Herzberg theory continues to thrive besides these 
criticisms, it is partly because it is easy to understand for the layman and it looks like 
is based on real-life rather than on academic abstraction and it also fits well with the 
highly valued ideas of Maslow and McGregor in its emphasis on the positive value of 
the intrinsic motivating factors. 
One can say if the hygiene factors are removed, workers will be dissatisfied.  Both 
hygiene factors and motivators play a significant role in the performance of 
individual. 
2.3.2 Maslow’s Hierarchy of Needs 
Abraham Maslow’s Hierarchy Needs theory identifies higher-order needs (self- 
actualisation and esteem) as well as lower-order needs (social, safety and 
physiological needs).  Maslow’s formulation suggests that some needs assumed to 
be important than others and must be satisfied before the other needs can serve as 
motivators. That is the physiological needs must be satisfied before the safety needs 
are activated, and the safety needs must be satisfied before the social needs are 
activated, and so on (Wood, Zeffane, Fromholtz, Wiesner & Creed, 2010).   
 
Robbins, Judge, Odendaal & Roodt (2009), argue that the variation between the two 
orders was done based on the fact that higher-order needs are satisfied internally 
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whereas lower-order needs are mainly satisfied externally.  This lead to Mokoena 
(2012) to assert that lower-order needs are important to life, they stem from the 
inherent wish to survive. 
Maslow’s Hierarchy of Needs exist as hierarchy of five needs:  
The hierarchy starts with physiological needs, the need for enough food to eat and 
the need to survive on one’s income.  When these needs are fairly satisfied, safety 
and security needs arise, such as the need to feel that there are sufficient safety 
measures in the physical work environment and that one has job tenure or job 
prospects and a pension fund.  After relative satisfaction of these needs, love and 
affiliation needs arise, such as for close relationships and affiliation to work groups.  
When these needs are relatively satisfied followed esteem needs, such as needing 
to feel that one has respect from other people and prestige.  When esteem needs 
are fulfilled Self-actualisation emerge (Bergh & Theron 2009).  Robbins, et al. (2010) 
refer self-actualisation as the effort to become what one is capable of becoming, 
including growth, achieving one’s potential and self-fulfilment. 
 
Mokoena (2012) argues that lower order needs are important for life.  They stem 
from the inherent wish to survive.  The lower order needs are importantly finite, 
having achieved a certain level of fulfilment of these needs, man tends to become 
satisfied.  It would be safe to say that in the industrialised countries of the world 
today, most of the lower order needs have been met for most people, and the 
concern now is with the needs at the higher level.  However, the majority of the 
world’s population including African countries has still not consistently satisfied the 
lower order needs. 
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Figure 2.1 Maslow’s Hierarchy of Needs (Adapted from Fincham & Rhodes 
2005, p. 195) 
 
Figure 2. 1 above illustrate Maslow’s Hieracy of Needs.   
Fincham and Rhodes (2005) argue that management writers view Maslow’s 
hierarchy of needs as a theory which offered a number of predictions, about what 
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motivates employees in societies offering relatively full employment.  When jobs are 
scarce, employees are motivated by deficiency needs.  When jobs are readily 
available, pay is suitable, and there is a degree of job security, deficiency needs are 
easily satisfied.  Then social needs become important motivators in the workplace.  
Organisation will have to provide opportunities for employees to satisfy their social 
needs, like providing company sports and social facilities.   
When social needs are met, intrinsic aspects of work, the amount of challenge, 
responsibility and autonomy it offers, become more salient to employee motivation. 
Thus the theory suggests that employees will always tend to want more from their 
employers.  It means what employees do can never really be enough.  When 
employees satisfied subsistence needs, they strive to fulfil security needs.  Having 
secured their jobs they will seek ways of satisfying social needs and if successful will 
seek the means to the ultimate end of self-actualisation (Fincham & Rhodes, 2005, 
p.197).  
Amstrong (2005) argues that the implication of Maslow’s theory is the fact that 
higher-order needs for esteem and self-fulfilment provide the extreme impetus to 
motivation, they develop in strength when they are satisfied, while the lower needs 
decline in strength on satisfaction.  Nonetheless the jobs people do will not 
necessarily satisfy their needs, especially when they are routine of deskilled. 
Robbins, et al. (2011) observed that “Maslow’s hierarchy of needs has received wide 
recognition because of its intuitive logic and being easy to understand.  However, 
Maslow provided no experiential verification and there was no support from several 
studies that sought to validate the theory” (p. 145). 
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2.3.3 Expectancy theory 
 
Robbins, et al. (2009) states that employees will be motivated to exert a high level of 
effort when they believe that the effort will lead to a good performance appraisal; that 
when performance appraisal is good, organisational rewards such as bonuses, 
salary increases, or promotion will be received; and that with the rewards employees 
will be satisfied.  Expectancy theory focuses on three relationships: 
a) “Effort-performance relationship: the individual believe that exerting a given 
amount of effort will lead to performance. 
b) Performance-reward relationship: the extent to which the individual believes 
that performing at a particular level will lead to the attainment of a desired 
outcome. 
c) Rewards-personal goals relationship:  the extent to which organisational 
rewards satisfy an individual’s personal goals or needs and whether those 
potential rewards are attractive for the individual” (Robbins, et al., 2009, p. 
158). 
Individual effort 
 
Effort-performance relationship 
 
Individual performance 
 
Performance-reward relationship 
 
Organisational rewards 
 
Rewards-personal goals relationship 
 
Personal goals 
Figure 2. 2. Expectancy theory (Adapted from Robbins et al., 2009, p.158). 
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According to Wood, et al. (2010), motivation to work hard to earn the merit pay will 
be low: 
 “When the person feels they cannot achieve the necessary performance 
level,  
 when the person is not confident that a high level of task performance will 
result in a high merit pay rise,  
 when the person is placing little value on a merit pay increase or 
 when the person is experiences any combination of these” (p. 98). 
Amstrong (2005) highlighted two factors determining the effort people put into their 
jobs as suggested by Porter and Lawler (1968). 
 “The value of the rewards to individuals in so far as they satisfy their needs for 
security, social esteem, autonomy, and self-actualisation; 
 The probability that rewards depend on effort, as perceived by individuals – in 
other words, their expectations about the relationships between effort and 
reward” (Amstrong 2005, p. 222). 
2.3.4 Equity theory 
 
Equity theory is based on occurrence of social comparison and is best known 
through the writing of J. Stacy Adams.  Adams argue that when people estimate the 
fairness of their work outcomes compared with those of others, felt inequity is a 
motivating state of mind.   That is, when people notice inequity in their work, they 
experience a state of cognitive dissonance, and they will be aroused to remove the 
discomfort and to restore a sense of felt equity to the situation.  Inequities exist when 
people feel that the rewards or inducement they receive for their work inputs or 
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contributions are unequal to the rewards other people appear to have received for 
their inputs (Wood et al., 2010). 
 
Amstrong (2005) argues that equity theory is about the way people see how they are 
being treated as compared with others.  Being treated equitably means being treated 
fairly when comparing with another group of people or a relevant other person. 
Equity involves people’s feelings and their perception and it is a comparative 
process.  People get better motivation if they are treated equitably and they become 
demotivated when they treated inequitably.  
 
Ololube (2006) argues that equity theory matches the notions of a fair day’s work for 
a fair day’s pay.  Equity assumes that one vital cognitive process involves people 
watching around and observing what effort other people are putting into their work 
and what rewards follow that effort.  The social comparison is driven by a concern for 
fairness and equity.  Amstrong (2005) posits that education, intelligence, experience, 
training skill, seniority and the effort we put into our work can be considered as 
inputs that we might take into consideration.  Pay, could be the outcome in a work 
setting, assessments of fringe benefits, promotion, working conditions, through to the 
provision of status symbols such as large office can also be considered as other 
outcomes.  Robbins, et al. (2009, p. 155) state that employees can make one of the 
following choices when they perceive inequity: 
a) “Change their inputs (e.g. exert less paid) 
b) Change their outcomes (e.g. individuals paid on a piece-rate basis can 
increase their pay by producing a higher quantity of units of lower quality) 
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c) Distort perceptions of others (e.g. seeing someone’ job as not as desirable as  
previously though it was) 
d) Choose a different referent (e.g. you may not make as much as your brother-
in-law, but you are doing a lot better than your dad did when he was at your 
age. 
e) Leave the field (e.g. quit the job).” 
2.4 Dimensions of job satisfaction 
 
There are two main groups of factors that contribute to job satisfaction, namely, 
personal factors and organisational factors.  Personal factors refer mainly to 
personality, status and seniority, general life satisfaction and the extent to which the 
job characteristics are congruent with personal characteristics.  Organisational 
factors refer to pay and benefits, the work itself, the supervisor, relationship with co-
workers and working conditions (Nel, et al., 2008).     
 
Job satisfaction is influenced by a number of factors such as the work itself, 
promotional opportunities, supervision, co-workers, working conditions and 
remuneration (Robbins, et al., 2007; Pienaar, et al., 2007)  Both organisational 
commitment and job satisfaction are most likely affected by numerous factors, 
including the type and variety of work, the autonomy involved in the job, the level of 
responsibility related with the job, the quality of the social relationship at work, 
compensation, and the chances for promotion and advancement in the company  
Riggio (2009). 
 
Muchinsky (2003) also mentions that people develop overall feelings about facets of 
their job such as their supervisor, co-workers, promotional opportunities, pay and so 
29 
 
on.  Interestingly a survey done in Turkish Hotel industry by Tutuncu and Kozak 
(2007) found that factors like work itself, supervision, and promotion were noted as 
the determinants of the level of overall job satisfaction among Turkish hotel workers.    
 
It is very important to understand factors that contribute to teacher satisfaction for the 
improvement of the information base needed to support a successful educational 
system (Cerit, 2009). Studies done by Sirima and Poipoi (2010) found that work 
place conditions, education policies, delayed promotion opportunities, too much 
work, inadequate in-service course and poor inter-personal relationships are the 
main factors influencing teacher job satisfaction.  Aref and Aref (2011) argue that low 
salaries, low status, growing class sizes and changes in education system are 
contributing factors to dissatisfaction in teaching profession. 
 
Cerit (2009) indicates that intrinsic factors and extrinsic factors are the factors 
affecting teacher job satisfaction. Intrinsic factors can come from the classroom 
activities with children; and salary and benefits of status are regarded as extrinsic 
rewards.  Teachers view job satisfaction as principally associated with work 
overload, poor pay, poor job status, availability of resources, work conditions, school 
polices, perceived support from principals and perceptions of how teachers are 
viewed by society. 
 
The research at hand will focus on the work itself, promotional opportunities, 
supervision, co-workers, working conditions and pay. 
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2.4.1 The work itself 
The nature of work performed by employees plays an important role on employee’s 
level of job satisfaction.  Work itself refers to the degree to which the job provides the 
individual with stimulating tasks, that captures individual’s interest, presents 
opportunities for learning and provides for autonomy, personal growth, the 
opportunity to be responsible and to be accountable for results, as well as a regular 
feedback on performance (Kgomo & Swarts, 2010).  
 
Coetzee and Schreuder (2010) argue that work satisfaction reveals employee’s 
feelings about their actual job tasks, including whether those tasks are challenging, 
interesting, meaningful, valued and make use of key skills rather than being dull, 
repetitive and uncomfortable. Aamodt (2007) posit that employees who find their 
work interesting meaningful and challenging are more satisfied and motivated than 
employees who do not enjoy their jobs. 
 
A job which offers individual stimulating tasks, opportunity for learning and personal 
growth as well as responsibility will be a strong motivator for an individual to perform 
the job to his best of abilities (Chimanikire, et al., 2007).   Employees prefer work 
situations that will provide them with opportunities to use all their skills and abilities, 
mentally and physically, freedom and quick feedback on their work performance 
(Chimanikire, et al., 2007; Lumley, et al., 2011).   
 
Bergh and Theron (2009) posit that work should be moderately challenging; if work is 
too challenging it can cause frustration and feelings of failure, while it can be  boring 
if it is not challenging enough. Buitendach and De Witte (2005) state that if 
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employees feel that their individual capacities, experience and values can be used in 
their work environment and that the work offers them opportunities, they will 
experience job satisfaction. 
Employees who are not given exciting jobs tend to have negative attitudes towards 
their jobs hence satisfaction will be low.  In other words job with low job depth and 
job range leads to extreme boredom due to job repetitive tasks nature. Jobs should 
be designed in such a way that will offer challenging tasks (Nel, Van Dyk, Haasboek, 
Schultz, Sono & Werner, 2004). Chiboiwa, et al. (2011) mention that employees who 
have full responsibility for their work will be more satisfied and motivated. 
Bogler (2002) argues that teacher’s successful participation in decision making can 
be explained by the feelings of ownership that arises from initiating ideas rather than 
responding to other’s proposals.  Giacometti (2005) states that some people believe 
that by providing their service, they will be contributing to humanity.  Teaching 
profession is a challenge and teachers become happy when they are helping young 
people to learn and they succeed. 
2.4.2 Promotional opportunities 
 
Promotional opportunities refer to the chances for promotion and advancement in the 
organisation, not necessarily associated with hierarchical progress in the 
organisation, but including opportunities for lateral movement and growth (Robbins, 
et al., 2007). Coetzee and Schreuder (2010) state that some employees may not 
want frequent promotions because they do not like more responsibility and increased 
work hours.  However many employees value promotion because they are afforded 
opportunities for more personal growth, better salary and more prestige.  
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If people think that chances for promotion are slim, they may be affected adversely 
(Aydogdu & Asikgil, 2011). Bull (2005) states when employees believe that their 
future prospects are good, they experience satisfaction.  This may relate into 
chances for advancement and growth in their current workplace, or increase the 
chances of finding alternative employment.    
 
Job satisfaction is likely to be experienced by individuals who perceive promotional 
opportunities to be fair. (Lumley, et al., 2011).  Van Scheers and Wild (2011) point 
out that promotion of teachers to managerial positions is not efficient because some 
are promoted because of experience in the field and others because they have been 
producing good results. 
2.4.3 Supervision 
 
Job satisfaction is influenced by the amount of technical and social support given by 
the supervisor (Nel, et al., 2008).  Lumley, et al. (2011) argue that when the 
immediate supervisor understands, friendly, offers praise for good performance, 
listens to employee’s opinions and shows interest in them, employee satisfaction 
increases.  According to Aydogdu and Asikgil (2011) employees who perceived their 
supervisor as more approachable and responsive are more likely to voice their 
concerns.   
Wadesango (2012) states that when employees perceive their leaders as 
participative, they feel more committed to the organisation and they show high levels 
of job satisfaction.   Bogler and Somech (2004) share the same views by stating 
when supervisors allow employees to give input to the organization that gives 
commitment and job satisfaction to employees.  
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Pienaar, et al. (2007) argued that while job satisfaction has been shown to be an 
important direct predictor of individuals’ intention to leave the organisation, when the 
individual perceives that they are supported by their supervisor, intention to leave 
may be tempered.    For a supervisor to facilitate job satisfaction he needs to show 
an interest in workers, offer praise for good performance and listens to workers 
opinions (Bergh & Theron 2009). 
 
Stander and Rothmann (2009) suggest that when employees perceive that their 
supervisors support them, they are less likely to be worried about making mistakes 
and having additional responsibilities.  Supervisor support provides individuals with 
the chance to make a difference on the job, try out new skills and exercise discretion.  
When the supervisor provides performance feedback to employee’s positive 
attitudes toward the organisation is bolstered and early intentions to leave the 
organisation can be prevented (Coetzee & Schreuder, 2010). 
Cerit (2009) states that open communication between teachers and principals 
respectful attitude of principals towards teachers as well as administrative support to 
teachers and positive school climate had effect on teacher’s job satisfaction. 
Supervisor is in a better position than a colleague to do something about resolving 
the individual’s negative work experiences.  Supervisors who treat their employees 
well will be more liked by the employees hence job satisfaction is increased.   
2.4.4 Co-workers 
 
The way in which fellow workers are technically, emotionally and social supportive 
can be beneficial to other workers (Robbins, et al., 2007).  Sharing some frustration 
with one of your colleague in an informal way gives relief.  Social support assists 
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individuals in dealing with stress or enhancing well-being.  More social support 
usually leads to a higher level of job satisfaction and organisational commitment 
(Pienaar, et al., 2007). 
 
According to Robbins, et al. (2010) people get more out of work than just money and 
other tangible achievements.  Job satisfaction increased when one is having friendly 
and supportive co-workers.  Since some social relationships like friendship are built 
in the organisations, employees will prefer to work in organisations that have co-
workers who are friendly. 
 
Lumley, et al. (2011) posits that an employee’s co-workers, the groups to which 
individual belong and the culture they are exposed to all have the potential to 
influence job satisfaction.  McKenna (2012) states that good intra-group working and 
supportive colleagues have value in reducing jobs dissatisfaction. 
2.4.5 Working conditions 
 
According to Nel, et al. (2004) people become dissatisfied if they work in an 
overcrowded, dark, dirty and noisy place. Adequate working conditions are taken for 
granted, and not noticed. Employees spend most of their time in the workplace. The 
environment employees work in is very important.  It must be a clean and safe.  
Guchait and Cho (2010) found that good and safe working conditions are significant 
predictor of intention to stay. Employees tend to stay longer if the company spends 
generously in providing a safe and clean work environment, made sure that people 
are taking the necessary precautions to prevent injuries and product damage, made 
employees familiar with the sanitation programs and other preventive maintenance 
program.   
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According to Bergh and Theron (2009), employees enjoy working conditions that are 
conducive to do job well, including safety and comfort, a clean environment, 
relatively modern facilities and adequate equipment. Aydogdu and Asikgil (2011) 
states that employee’s value working conditions like flexible time, job sharing, and 
shorter work weeks because they can facilitate valued off the job activities such as 
doing hobbies.   
Van Scheers and Wild (2011) mention that teachers have been complaining about 
heavy workloads, poorly resourced schools, lack of safety in schools, overcrowded 
classrooms, poor discipline, and increased responsibility to handle learners with 
special problems.  Bogler (2002) contends that most satisfied teachers are those 
who work in a more supportive and safe environment.  Van Scheers and Wild (2011) 
also mention that educator turnover can be reduced if educators can work in a 
pleasant environment with people to support them and tools that are needed to work. 
Teachers are under tremendous pressure from politicians, parents and local 
communities to deliver quality education to all children. Given their current work 
environment the question is whether they will be able respond to this challenge or 
not. Most governments and other key stakeholders recognize the importance of 
improving the living and working conditions of teachers in order to achieve the 
desired improvements in quality and access to basic education (Sirima & Poipoi 
2010).  Hammond and Berry (2006) states that difficult living and working conditions 
place many urban and rural districts at a double disadvantage in competition for 
teaching talent. 
A study done by Van Sheers and Wild (2011) shows that 84 % of the respondents 
were not satisfied with working conditions, they mentioned that learning and teaching 
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resources are never enough, buildings are not suitable for learning and teaching and 
also the distribution of workload was mentioned to be unfair, feeling unsafe because 
of learners who are taking drugs.  Oyewumi, et al. (2012) mention that teachers have 
more job satisfaction and high morale in schools where the atmosphere is open and 
collegial, and in schools where atmosphere is tense and where teachers teacher’s 
feel isolated, they tend to have less job satisfaction.  Naong (2011) states that 
improved conditions of service can make teaching profession a profession of choice.  
Diko and Letseka (2009) supports that by stating if the issue of condition of service is 
not addressed teachers will continue leaving the profession. 
A study done by Kgomo & Swarts (2010) found that employees with a favourable 
work environment have higher job satisfaction and lower intention to leave.  Lumadi 
(2008) on his study in Eastern Cape Province found the condition of the school he 
conducted research not conducive to learning.  Windows were broken, walls 
cracked, there were no doors, some buildings were collapsing while those that were 
complete were without roofs as a result classes were to be cancelled during bad 
weather.  Lumadi (2008) also mentioned that teachers were complaining about 
crowded classrooms where large numbers of learners gathered without an orderly 
arrangement. 
2.4.6 Pay 
 
Pay refers only to the actual money employees receive in exchange for their work. 
(Byars & Rue, 2008).  According to Bull (2005) pay is the amount of financial reward 
that an employee receives and the degree to which such reward is seen to be 
equitable. Nel, et al. (2004) argue that people perceive their remuneration as an 
indication of what they are worth to the organisation.  The principle equitable pay is 
37 
 
very important.  People compare what they put into the organisation to what they get 
out, and to what other people put in and get out.  
According to Lumley, et al. (2011) Pay is associated with the behaviour that governs 
an individual’s career motivations and decision to stay with a company.  Pay 
measures the elements of pay fairness and justice procedures in pay policies.  
Robbins, et al. (2003) indicate that employees seek pay systems that are perceived 
as equitable, equal to job demand, individual skill level and community pay 
standards, and then the result is likely to be satisfaction.  Robbins, et al. (2010) 
affirm that employees become satisfied when pay is fair based on job demands, 
individual skill level, and community pay standard.   
Riggio (2009) states that perceived fairness in rewards influences job satisfaction 
whereas congruence between organisational and employee values and between 
organisational values and actions, tends to influence organisational commitment.  
Döckel, et al. (2006) found that competitive and fair compensation is used as a 
primary incentive to attract professionals.  Compensation offers an individual the 
opportunity for security, autonomy, recognition and improved self-worth, which 
consequently increases their sense of self-worth.  Moreover employees who are 
compensated well are less likely to search for jobs elsewhere.   
 
Coetzee and Schreuder  (2010) state that high salaries are not important, but good 
and fair salaries showed a strong correlation with intention to stay, indicating that as 
long as the compensation is competitive, financial rewards are not primary factor in 
retention. Poorly designed wage policies in which salaries and benefits are not 
competitive can lead to staff turnover (Kgomo & Swarts, 2010). 
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Riggio (2009) posits that employees in organisations that uses skill-based pay are 
more satisfied, they are more productive, more concerned with quality and less likely 
to leave the organisation.  Skill-based pay refers to paying workers an hourly rate 
based on their knowledge and skills rather than on the particular job to which they 
are assigned.  That means workers are paid for the level of the job that they are able 
to do rather than for the level of the position that they hold.  Robbins and Judge 
(2011) mention that 14 % of SA companies staff leave their jobs each year and the 
decision is primarily influenced by base pay and benefits. 
 
Study by Sirima and Poipoi (2010) found that teachers were influenced by good 
salaries to join teaching profession.  Lavy (2007) argues that if teacher’s pay can be 
tied to their classroom performance, the current educational system should be 
improved both by clarifying teaching goals and by attracting and retaining the most 
productive teachers.  The remuneration of teachers should be in such a way that 
teachers lead a decent life. To ensure proper accountability for teachers, 
performance related pay, increases and bonuses play an important role (Maphosa, 
Mutwekwe, Machingambi, Wadesango & Ndofirepi, 2012) 
 
Giacometti (2005) states that compensation has been a major factor in teacher 
turnover for some time, and there are no remedies in place to address that.  
According to Ingersoll (2001), low teacher salaries have been seen as a major factor 
in the high exit rate of new teachers.  Studies by Chimanikire, et al. (2007) found that 
lecturers in Zimbabwe were dissatisfied with inadequate salaries.  Van Scheers and 
Wild (2011) found that 94 % teachers were dissatisfied with their salaries as they 
mentioned that they are too little as compared to their colleagues in private sector.  
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Lumadi (2008) states that highly qualified teachers who are not promoted according 
to their qualifications, quit the teaching profession in search for greener pastures. 
2.5 Personal determinants of Job Satisfaction  
 
Research by Bogler (2002) discovered that job satisfaction has been related to age, 
gender, marital status, grade level taught, and educational level. 
2.5.1 Age 
 
McKenna (2012) posits that job satisfaction increase with age.  As workers get older 
they may have adjusted their expectations of jobs satisfaction downwards and 
therefore it takes less to satisfy them. Crossman and Harris (2006) argue that 
employee’s expectations alter with age or that experiences workers have developed 
strategies to cope with work-related issues. 
Older workers will continue to want security as they prepare for retirement unless 
credible alternatives are presented, they will continue to look to their employers to 
provide it.  Employers are finding it difficult to provide such benefits because of the 
costs.  The convergence of disappointing earnings and slow economy has meant 
that employees are forced to support underfunded pension plans (Mello, 2006). 
Robbins, et al. (2011) indicate that there is a positive association between age and 
satisfaction up to age 60. Satisfaction tends to continually increase among 
professionals as they get older, whereas it decreases among non-professionals 
during middle age and it rises again in the later years.  Martin and Roodt (2008) state 
that employees become more satisfied with their jobs as they get older.   
Robbins and Judge (2011) argue that older workers bring a number of positive 
qualities to their jobs, such as experience, judgement, strong work ethic, and 
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commitment to quality.  Schultz and Schultz (2006) share the same sentiments by 
stating older workers have greater chances to get fulfilment and self-actualisation on 
the job.  Age and experience usually bring more confidence, competence, esteem, 
and responsibility.  That means older workers are more likely to have better jobs 
than younger workers.   
Older workers are also seen as lacking flexibility and as being resistant to new 
technology.  This is observed at times when organisations are actively seeking 
individuals who are adaptable and open to change, the negative associated with age 
clearly hinder the initial hiring of older works (Robbins & Judge, 2011). 
According to Chimanikire, et al. (2007), older workers are more likely to be satisfied 
than younger workers.  Giacometti (2005) mentions that too many young people who 
start career in the teaching profession end up leaving within first five years.  
Crossman and Harris (2006) found that most satisfied teachers are aged 22-30 
years, lower satisfaction among 31-40 and satisfied again among 41-50 group but 
not as satisfied as 22-30. 
2.5.2 Gender 
According to Ayidogdu and Asikgil (2011), gender is one of the individual factors 
affecting job satisfaction; job satisfaction of women is higher than men.  Robbins and 
Judge (2011), posit that women are more willing to conform to authority and men are 
more aggressive and more likely to have expectations of success.  Crossman and 
Harris (2006), share the same views by stating men attach more importance to 
career than women and they get disappointed by the low status. 
Finchman and Rhodes (2008) indicate that women report higher levels of job 
satisfaction although in some cases they are being lower paid and lower quality 
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employed than men.   This might indicate that women have lower expectations and 
are more easily satisfied at work.  However, Mello (2006), states that women are 
already nearly approximately level with male participation rates and are expected to 
grow within skilled professions because young women are beating men in 
diploma/professional degree acquisition rates.   
Jackson and Rothamann (2005) indicate that women’s chances of occupying 
supervisory roles in organisations are less therefore they have less access to job-
related rewards and high income, social status and autonomy. According to Martin 
and Roodt (2008), studies showed that female workers have lower levels of job 
satisfaction than their male counterparts, and it was argued that male officials 
dominate most of the public organisations.  
2.5.3 Education 
Employees with higher educational level tended to be more satisfied than those with 
lower educational level (Perrachione, et al., 2008).  Robbins, et al. (2010) mention 
that job satisfaction increase among professionals as they age, whereas it decrease 
among non-professionals during middle age, it then rises again in the later years. 
Bull (2005) state that employees who are better educated are likely to experience 
higher levels of job satisfaction when they are carrying out duties which are in line 
with their level of education. 
2.5.4 Tenure 
Tenure refers to years of experience, number of years in the profession and length of 
service (Crossman & Harris, 2006).  According to Bull (2005) employees who spent 
more time in an organisation have a tendency to be satisfied with their jobs than 
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those employees who spent lesser time.  Their tenure tends to give them higher 
wage rates, longer paid vacations, and more attractive pension benefits.   
Martin and Roodt (2008) mention that job satisfaction increase as the years of 
experience increased.  According to Robbins and Judge (2011) tenure is a good 
predictor of employee productivity and the longer a person is in a job the less likely 
intention to leave. Robbins, et al. (2010) state that employee’s long tenure tends to 
provide them with higher wage rates, longer paid vacations and more attractive 
pension benefits.  According to Crossman and Harris (2006) teachers who have 
been teaching for less than 5 years are more satisfied while those who have been 
teaching between 15 and 20 years are the least satisfied. 
It is very important for managers to determine the factors that influence job 
satisfaction.  Once they know these factors they should try and fulfil them in order to 
fuel employee’s job satisfaction. Satisfied employees are happy and they work 
peacefully towards achieving the organisational goals.  They are always prepared to 
go an extra mile. 
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CHAPTER THREE: ORGANISATIONAL COMMITMENT AND TURNOVER 
INTENTIONS 
3.1 ORGANISATIONAL COMMITMENT 
 
Commitment in the workplace can take various forms and arguably have the 
potential to influence organisational effectiveness and employee well-being (Meyer 
and Herscovitch, 2001); hence understanding and promoting commitment to the 
organisation is very important to the efficiency and effectiveness of the organisation 
(Lambert, Hogan & Griffin, 2007).  The success, survival and competing power of 
organisation is influenced by the commitment of its members, as well as by 
supporting individual developments and ensure their participations (Aydogdu & 
Asikgil, 2011).  
Warsi, et al. (2009) mention that programs such as total quality management, 
employee involvement, job enrichment, skill-based pay, gain sharing plans to gain a 
competitive edge are incorporated by organisations.   This is done to increase the 
firm productivity by controlling employee behaviour on the job and to also contribute 
towards achieving organisational objective, and thus building strong organisational 
commitment.  Coetzee and Schreuder (2010) posit that employees who are not 
committed to their organisations involve in withdrawal behaviour. 
 
According to Lumley, et al. (2011), motivated employees are crucial to an 
organisation’s success so understanding people in their jobs and what motivates 
them could be a driving force in strengthening organisational commitment.  
Employee’s commitment to the organisation has effects on the employees 
themselves, on the organisation as well as on the society.  When employees 
become more committed to the organisation they show reduced withdrawal 
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behaviours and increased citizenship behaviours in their organisations (Aydogdu & 
Asikgil, 2011).  
 
Slocum and Hellrigel (2011) argue that highly committed employees will see 
themselves as loyal members of the organisation, referring to the organisation in 
personal terms, such as they make high-quality products.  They will oversee minor 
causes of job dissatisfaction.  Less committed employees often view their 
relationship with the organisation in less personal terms; they will openly display their 
dissatisfaction about things, and will have a short tenure with the organisation.  They 
will not offer quality services (Slocum & Hellriegel, 2011). 
Lumley, et al. (2011) echo the same views by stating employees who are committed 
to their organisations may be more willing to take part in extra activities such as 
creativity and innovative, which often guarantee an organisation’s competitiveness in 
the market.  According to Bogler and Somech (2004), employees who are highly 
committed in both the profession and the organisation were found to perform better 
than the less committed ones, and that result in improved overall effectiveness of the 
organisation. 
Carbonneau, Vallerand, Fernet and Guay (2008) argue that teaching is a complex 
and demanding career that requires high level of commitment, which is a source of 
satisfaction for many teachers.  Hausman and Goldrings (2001) support that by 
stating teacher commitment is crucial to improve teacher performance and student 
learning as well as reducing teacher turnover. Day (2007) states that teacher 
commitment is closely related to job satisfaction, morale, motivation and identity, and 
a predictor of teachers work performance, absenteeism, burnout and turnover, as 
well as having an important influence on students achievement.  Teaching involves 
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the imparting of the essential knowledge, skills and values that enable learners to fit 
and function effectively in society, therefore teachers have to be committed to their 
teaching and understand teaching holistically. 
Crosswell and Elliot (2004) argue that teacher commitment is closely related to 
teachers work performance and their capability to invent and to integrate new ideas 
into their own practice, absenteeism, staff turnover, as well as having significant 
influence on student’s achievement in and attitudes toward school.  Carbonneau, et 
al. (2008) further argue that teachers face difficulties like inadequate support from 
school administration, student discipline problems, and low salaries. Due to these 
difficult conditions a number of teachers choose to leave the profession, which 
indicates that those who stay committed to their position must feel a deep and 
genuine love for their job. 
 
Day (2007) mentions that teachers who are committed have stable belief that they 
can make a difference to the learning lives and successes of students through their 
identity, what they know and how they teach.  Teacher commitment may be 
enhanced or reduced by factors such as student behaviour, collegial and 
administrative support, parental demands, national education policies, and teacher’s 
own professional histories and career phase.  Without commitment teaching loses its 
heart.  A committed person typically believes strongly in the goal and values of 
commitment object, complies with expectations voluntarily, exerts considerable effort 
for the good of the commitment object, and has a strong desire to stay affiliated with 
the commitment object. 
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A study by Wadesango (2012) revealed that teacher’s commitment to work was 
influenced by low involvement of some teachers in decision-making in critical areas.  
Uncommitted teacher can have serious negative consequences on the learning 
process of the pupils.  The teacher contributes much to the educational development 
or regression of the pupils. Hausman and Goldrings (2001) share the same views by 
stating teachers who have input in decision making take greater ownership over 
those decisions and therefore invest more in their implementation. 
 
Crosswell and Elliot (2004) posit that the level of teacher’s commitment is considered 
to be a key element in the success of current educational reform agenda as it 
severely influences teachers’ willingness to engage in co-operative, reflective and 
critical practice. Teachers with high levels of commitment work harder, show 
stronger association to their school, and demonstrate more desire to achieve the 
goals of teaching than teachers with low job levels of commitment.  Interestingly 
students of highly committed teachers are more likely to learn material and develop 
positive attitude towards school than those of teachers with low levels of commitment 
(Wadesango, 2012). 
 
Organisational commitment is mostly affected by the following factors:  type and 
variety of work, the autonomy involved in the job, the level of responsibility 
associated with the job, the quality of the social relationship at work, rewards and 
remuneration, and the opportunities for promotion and career advancement in the 
company (Lumley et al., 2011).  Choi and Tang (2009) pointed out that teacher 
autonomy, collaboration, feedback, learning opportunities, resources and 
participation in decision making are some crucial factors in sustaining high levels of 
teacher commitment. 
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3.1.1 Defining Organisational commitment  
 
Organisational commitment refers to the extent to which a person strongly identifies 
with the organisation and feels part of it (Wood et al., 2010).  Slocum and Hellriegel 
(2011) support that by referring organisational commitment as the strength of an 
employee’s involvement in the organisation and identification with it. Commitment 
indicates a preparedness to put effort on the organisation’s behalf and an intention to 
stay with the organisation for a long time. (Aydogdu & Asikgil, 2011). 
 
Martin and Roodt (2008) define organisational commitment as a bond or linkage of 
the individual to the organisation. Organisational commitment is the comparative 
strength of an individual’s association with and participation in a particular 
organisation (Bogler & Somech, 2004).  According to McKenna (2012), 
organisational commitment develops when the employee strongly identifies with the 
organisation, agrees with its objectives and values systems, and is eager to spend 
effort on its behalf.   
 
According to Meyer and Herscovitch (2001), “commitment is a force that binds an 
individual to a course of action of relevance to one or more targets” (p. 301).  
Commitment is different from exchanged-based forms of motivation and from target-
relevant attitudes, and can impact on behaviour even in the absence of extrinsic 
motivation or positive attitudes.  “Commitment is a multidimensional construct and 
the antecedents, correlates and consequences of commitment vary across 
dimensions” (Meyer, et al., 2002). 
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Teacher commitment can be viewed as the psychological identification of the 
individual teacher with the school and the subject matter, and the willingness of that 
teacher to maintain organizational membership and become involved in the job well 
beyond personal interest (Wadesango, 2012).   Teacher’s level of commitment is 
determined by the factors such as their belief and acceptance of the school 
organisation’s goals and values, the willingness to apply effort on behalf of the 
school and a strong aspiration to keep up membership in the organisation.  Lower 
commitment to school impact negatively for effectiveness of the school and causes 
teachers to be less successful or to leave the profession (Xaba, 2003). 
 
Choi and Tang (2009) states that commitment to students has been found to be a 
core category of teacher commitment; teachers who are committed to student 
learning display a willingness to devote effort into ensuring such learning, and have 
high expectations that student will lean.  Choi and Tang (2009), further argues that a 
committed teacher gives extra time, thought and effort for students, school, and 
teaching; is willing to look for perfect ways to do things to an excellent standard; is 
engaged whole-heartedly more than merely to fulfil responsibility and has a vision 
and make every effort to do something right for the students. 
 
According to Crosswell and Elliot (2004), six categories represents different ways the 
teachers perceive, understand and conceptualise the phenomenon of teacher 
commitment were identified as follows: 
 “Teacher commitment as a passion:  the conception sees teacher 
commitment as a passion or a positive emotional attachment to the work 
involved in teaching generally, or a specific aspect of teaching. 
49 
 
 Teacher commitment as an investment of time outside of contact hours with 
students:  this conception identified teacher commitment as an investment of 
extra time outside of expected contact hours with students.  This extra time is 
discussed as either visible time invested at the school site or, invisible time 
invested off the school site. 
 Teacher commitment as a focus on the individual needs of the students: this 
conception considers teacher commitment to be a sharp focus on the needs 
of the student.  Student needs are discussed as either emotional and/or 
academic. 
 Teacher commitment as a responsibility to impart knowledge, attitudes, 
values and beliefs:  this conception considers teachers commitment as taking 
responsibility for imparting a body of knowledge and/or certain attitudes, 
values and beliefs.  Teachers who hold this conception place great value on 
the role that they play in preparing students for the future and take 
responsibility for passing on a core set of skill, understanding and values. 
 Teacher commitment as ‘maintaining professional knowledge’: this conception 
views teacher commitment as the maintenance of professional knowledge 
and on-going professional learning.  Within this conceptualisation is the notion 
that committed teachers are proactive in their professional development and 
im many cases are willing to share with and learn from their colleagues. 
 Teacher commitment as engagement with the school community: this 
conception considers teacher commitment to be the willingness to engage 
with the school and the school’s community.  Within this conceptualisation is 
the belief that teachers have a professional responsibility that reaches out 
50 
 
beyond the four walls of the classroom and perhaps even extends beyond the 
boundary of the school”  (Crosswell & Elliot, 2004p. 6-7). 
 
3.1.2  Dimensions of organisational commitment 
 
Meyer, et al. (1993) identified three components of organisational commitment; three 
component model: affective commitment, continuance commitment and normative 
commitment. Bogler and Somech (2004) highlighted three factors of organisational 
commitment as:  the acceptance of the organisation’s goals and values 
(identification), the willingness to invest effort on behalf of the organisation 
(involvement) and the importance attached to keeping up the membership in the 
organisation (loyalty).   
 
Meyer and Herscovitch (2001) argue that individuals who are committed primarily out 
of desire might have a stronger feeling to follow through on their commitment than 
those who are committed primarily out of obligation or to avoid costs.  Individuals 
who are committed primarily to avoid costs might be particularly inclined to find ways 
to get out of their commitment.  In a case of employee who stays with an 
organisation only because his or her skills are uniquely valuable to that organisation 
might nevertheless continue to look for other employment opportunities where those 
skills are marketable.  An individual who feels a moral obligation to a manager to 
complete a project might be inclined to find ways to fulfil his or her obligation more 
quickly or with less effort than would be the case if the commitment was based on a 
strong belief in the importance of the project (Meyer & Herscovitch, 2001). 
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Figure 3.1 A Three-Component Model of Organisational Commitment. (Adapted 
from Meyer, et al. 2002 p. 21). 
 
Figure 3.1 demonstrates the connection between three components of commitment 
and variables which are considered to be their antecedents, correlates and 
consequences.  It also demonstrates variables considered to be consequences of 
commitment.  It was believed that although all three forms of commitment relate 
negatively to turnover, they relate differently to measures of other work-relevant 
behaviours; hence the developing of the Three-Component Model. Affective 
commitment is anticipated to have the strongest positive relation, followed by 
normative commitment; continuance commitment is expected to be unrelated, or 
related negatively, to these desirable work behaviours (Meyer, et al., 2002). 
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Meyer and Herscovitch (2001), developed some propositions concerning the bases 
for the development of the different mindsets:  the mindset of desire (affective 
commitment) develops when an individual becomes involved in, recognises the 
value-relevance of, and/or derives his or her identity from association with an entity 
or pursuit of a course of action.  The mindset of perceived cost (continuance 
commitment) develops when an individual recognises that he or she stands to lose 
investments, and/ or perceives that there are no alternatives other than to pursue a 
course of action relevant to a particular target.  The mindset of obligation (normative 
commitment) develops as a result of the internationalisation of norms through 
socialisation, the receipt of benefits that induces a need to reciprocate, and/or 
acceptance of the terms of a psychological contract (Meyer &  Herscovitch, 2001, pp. 
316-317). 
 
3.1.2.1 Affective commitment  
Affective commitment refers to emotional attachment to the organisation (Robbins, et 
al., 2009). Aydogdu and Asikgil (2011) refer affective commitment as the feelings of 
belonging and sense of connection to the organisation and it has been related to 
personal characteristics, organisational structures, and work experiences.  Affective 
commitment refer to employee identification with the organisation, adoption of its 
values and attitudes, and complying with its demands (McKenna, 2012). 
Amoodt (2004) define affective commitment as the level to which an employee wants 
to stay with the organisation, cares about the organisation and is willing to exert 
effort on its behalf.  Affective commitment may be harder to foster but is strongly 
related to the results that organisations value, the employee’s desire to contribute to 
the organisation’s effectiveness (Döckel, et al., 2006).   
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Employees who have strong confidence in their capabilities and achievement have 
higher affective commitment (Coetzee & Schreuder 2010; Döckel, et al., 2006).  
Lumley et al. (2011) argue that individuals who are dedicated at an emotional level 
usually remain with the organisation because they see their individual employment 
relationship as being in congruence with the goals and values of the organisation for 
which they are currently working. 
 
Greenberg and Baron (2009) posit that employees who feel high degree of the 
affective commitment desire to remain in their organisation because they approve 
what the organisation stands for and are keen to assist it in its mission.  Affective 
commitment to the organisation is stronger among employees whose employers 
permit them to participate in decision-making and those who treat them with 
consideration (Coetzee & Schreuder 2010).  Kreitner & Kinicki (2010) argue that 
affective commitment is enhanced by hiring people whose personal values are 
consistent with organisational values.  A positive satisfying work environment also 
should increase employees desire to stay. 
 
3.1.2.2 Continuance commitment 
Continuance commitment refers to the perceived economic value of remaining with 
an organisation (Robbins & Judge, 2011). Natarajan, (2011) defines continuance 
commitment as the willingness to stay in an organisation because the employee has 
investments that are not transferable.  Individuals with continuance commitment 
remain with a specific organisation because they value the money they earn as a 
result of the time spent in the organisation (Lumley, et al. 2011). 
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McKenna (2010) argues that in continuance commitment employee is bound to the 
organisation only by peripheral factors such as pension plans and seniority, which 
would not continue if the employee quit.  Continuance commitment which reflects 
appreciation of costs related to leaving the organisation should be associated to 
anything that increases perceived costs. Side bets and direct or indirect investments 
in the organisation, represent such costs best and are operationalized by variables 
like age, education and tenure (Aydogdu & Asikgil, 2011). 
3.1.2.3 Normative commitment 
According to Robbins, et al. (2009) normative commitment is an obligation to remain 
with the organisation.   The normative relationship is seen as the commitment 
individuals consider morally appropriate regarding their remaining with a specific 
organisation, regardless of how much status improvement or fulfilment the 
organisation provides them over the years (Lumley, et al., 2011).  McKenna states 
that normative commitment develops when an employee gets benefits such as 
tuition reimbursement or specific skills training. 
 
Meyer and Allen (1993) states that normative commitment develops on the basis of a 
particular kind of investment that the organisation makes in the employee 
specifically, investment that seems difficult for employees and reciprocates.  
Aydogdu & Asikgil (2011) mention that normative commitment develops as a result 
of socialization practices that stress the appropriateness of remaining loyal to one’s 
employer or through the receipt of benefits that create within the employee a sense 
of obligation to reciprocate. 
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3.2  Turnover intentions and Turnover 
 
Turnover is one of the important activity on which human resources management of 
an organisation is always concerned for, because an organisation invest a lot on 
employee in the form of employee training, developing, compensation plans and 
perspective building in order to achieve organisational aims and objectives (Kazi & 
Zadeh 2011). Guchait and Cho (2010) share the same views by stating employee 
turnover is one of the major concerns of any organisation in terms of the loss of 
talent, institutional memory, and its direct impact on the financial costs associated 
with loss of investment in human capital, additional recruitment and training, and the 
negative effects on productivity.  
 
Turnover can be influenced by labour market conditions, expectations about 
alternative job opportunities, and length of tenure with the organisation (Robbins, et 
al., 2011). Turnover is costly in terms of fiscal and human resources and likely 
serves as an obstacle to long-term school improvement strategies and the 
development of a sense of community within schools (Hausman & Goldring, 2001).  
 
It is imperative to understand some of the reasons why good performers may leave 
their jobs because voluntary turnover can be costly to an organisation.  It is found 
that productive, valuable employees who do not receive work-related rewards, such 
as promotions and pay raises, are likely to leave their jobs Riggio (2009).  Schultz 
and Schultz (2006) argue that both intended and actual turnover can be attributed to 
dissatisfaction with various aspects of the job such as low pay or poor leadership. 
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Teacher turnover can be understood by examining the school organisational 
characteristics and conditions.  Improvement in organisational conditions such as 
salaries, increased support from the school administration, reduction of student 
discipline problems and enhanced teacher input in decision-making would all 
contribute to lower rates of teacher turnover (Xaba, 2003).  Diko and Letseka (2009) 
found in four schools they visited in the North-West Province that some teachers 
prefer to leave the teaching profession for promotion posts in non-teaching areas 
within the education sector, while others leave the education sector altogether for 
private sector. 
 
When employees believe that they are treated fairly and getting rewards they are 
unlikely to leave the organisation. And also when they are committed to the 
organisation and believe that they cannot find any other job because of bad general 
economy, they prefer to stay in the organisation (Aydogdu & Asikgil, 2011).   
 
3.2.1   Defining Turnover intention and turnover 
 
Intention to turnover is defined as one’s behavioural attitude to withdraw from the 
organisation whereas turnover is considered to be the actual separation from the 
organisation (Aydogdu & Asikgil, 2011). Turnover intention refers to the subjective 
estimation of an individual regarding the probability of leaving an organisation in the 
near future, (Guchait & Cho, 2010; Chimanikire et al., 2007). Martin and Roodt 
(2008) define turnover as mental decision intervening between an individual’s 
attitudes regarding a job and his/her subsequent behaviour to either stay or leave.  
Turnover intention refers to the subjective estimation of an individual regarding the 
probability of leaving an organisation in the near future, (Guchait & Cho, 2010).   
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Randhawa (2007) mention that age, job satisfaction, tenure, job image, met 
expectations and organisational commitment are consistently related to turnover 
intentions and the actual turnover.  Kayuni and Tambulas (2007) mention that 
teacher turnover in developing and developed countries is caused by salaries, 
incentives, general working conditions, loss of status of teachers, indiscreet reforms 
and loss of motivate, stress, recruitment and selection practices, as well as unfair 
measures of performance.  Kayuni and Tambulas (2007) also highlighted teacher 
turnover in Malawi as poor housing and school infrastructure, salaries, high death 
reate due to illness but no medical scheme, frequent changes in the syllabus and 
Education system, Lack of administrative support system, poor recruitment and 
training programs as well as retention strategies established by the government. 
 
Lambert, Hogan and Barton (2001) mention four core antecedents of employee 
turnover as:  first as demographic characteristics that influence a person’s decision 
whether to remain with or leave a job, secondly, job satisfaction impacts a cognitive 
withdrawal process stressing turnover intention, thirdly, work environment factors 
significantly shape employee satisfaction which in turn shapes turnover intention.  
Then finally turnover intent influences voluntary turnover.  There are also two general 
categories of factors that impact on employee job satisfaction: demographic 
characteristics and work environment factors which in turn job satisfaction negatively 
effects turnover intent, turnover intent directly impacts voluntary turnover (Lambert, 
et al., 2001). 
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Figure 3.2.  General overview of proposed turnover process (adapted from 
Lambert, et al. 2001). 
 
3.2.2  Types of turnover 
 
Voluntary and Involuntary turnover 
Voluntary turnover is when a competent and capable employee leaves to work 
elsewhere.  Losing a valued employee means reduced organisational productivity 
and increased expenses associated with recruiting and training a replacement.  
Voluntary turnover is likely to be influenced by lack of job satisfaction and 
commitment, whereas involuntary turnover is not (Riggio, 2009).  
 
Lambert, et al. (2001) explains voluntary turnover as contains four core antecedents:  
demographic characteristics that influence a person’s decision whether to remain 
with or leave a job; job satisfaction impacts a cognitive withdrawal process stressing 
turnover intention; work environment factors significantly shape employee job 
satisfaction, which in turn shapes turnover intention and finally turnover intent 
influences voluntary turnover. 
 
Demographic Factors Turnover 
Intent 
Job satisfaction 
Work Environment Factors 
Alternative employment 
opportunity 
Voluntary 
Turnover 
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Involuntary turnover occurs when an employee is fired or laid off.  Involuntary 
turnover is likely to be considered unavoidable and possibly even beneficial.  Firing 
workers who are not performing at anticipated levels can be viewed as a positive 
weeding process (Riggio, 2009).  Mbah and Ikemefuna (2012) highlighted the 
following as situations where involuntary turnover occurs dismissal, retrenchment/ 
redudancy, retirement, long term sickness, physical/mental disability, 
moving/relocating abroad and death. 
 
Functional and dysfunctional turnover 
Functional turnover refers to a case whereby poor employees quit their jobs. This 
type of turnover is not necessarily detrimental to the organisation (Schultz & Schultz, 
2006).  According to Coetzee and Schreuder (2010), functional turnover includes all 
resignations which are welcomed by the employer which stem from employees who 
fail to fit in comfortably with an organisational or departmental culture.  Kayuni and 
Tambulasi (2007) argue that functional turnover is necessary in an organisation 
because among other things it brings in new employees who might have good ideas 
on how to improve organisational productivity and zero turnover is not desirable in an 
organisation since employees who had stayed in the organisation for many years 
generally had higher salaries. 
 
Dysfunctional turnover occurs when good employees quit their jobs.  This type of 
turnover can be harmful to the organisation, (Schultz & Schultz, 2006); it creates an 
unstable workforce and increase human resources costs and organisational 
ineffectiveness (Kayuni & Tambulasi, 2007). 
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Riggio (2009) support that by saying losing a valued employee means reduced 
organisational productivity and increased expenses associated with hiring and 
training a replacement.  People who are dissatisfied with their jobs want little to do 
with them, that is, they withdraw (Greenberg & Robert, 2008). Kayuni and Tambulasi 
(2007) argue that zero turnover is also not desirable in an organisation as employees 
who stayed in the organisation for long generally had higher salaries.  In case an 
organisation grew at a normal rate and all employees remained, most employees 
would soon be at the top of their pay ranges and total salary expenses would be very 
high.   
 
Carmeli and Weisberg (2006) as cited by Guchait and Cho (2010) studied three 
elements in the withdrawal cognition process, that is, thoughts of quitting, the 
intention to search for another job elsewhere, and the intention to quit, but not the 
element of turnover itself.  Dissatisfied employees who stay in the organisation can 
destroy the organisation in many ways.  They can damage the image of the 
organisation.  
 
Employee turnover rate declines as job tenure increases, irrespective of the level of 
job satisfaction.  That means there is still commitment to the organisation from long-
standing employees who may not be as satisfied with their jobs as previously but are 
close to retirement.  These employees are of age where it may be difficult to get 
another job of similar status and remuneration package (McKenna, 2012). Robbins 
and Judge (2011) confirm that the older you get the less likely you are to quit your 
job.  As workers get older, they have fewer alternative job opportunities. 
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Schultz and Schultz (2002) argue that turnover is higher in times of low 
unemployment and expanding job opportunities than it is in times of high 
unemployment and limited opportunities.  When people perceive that the economic 
climate is good and the economy is growing, they find it easier to consider changing 
jobs in the hope of increasing their job satisfaction.  Aydogdu and Asikgil (2011) 
support that by stating committed employees who believe that they cannot find any 
other job because of bad general economy prefer to stay in the organisation.  
Employees who believe that economy is going well and there are better opportunities 
are likely to leave the organisation. 
 
Kayuni and Tambulasi (2007) posit that other teachers change the career due to 
shortage of teachers, whereby they were compelled to teach subjects of which they 
were not competent, that makes them feel incompetent hence they will think of 
leaving. 
 
3.2.3  Impact of employee turnover on the organisation 
 
Employee turnover result in expenses related to employee replacement as well as 
entailing many hidden costs and consequences (Kgomo & Swarts, 2010).  Schultz 
and Schultz (2006) state that turnover is costly to the organisation; every time an 
employee quits, a replacement must be recruited, selected, trained and permitted 
time on the job to gain experience. Rhandhawa (2007) supports that by stating 
turnover is not costly in terms of recruitment and training and also work disruption 
and demoralisation of remaining employees is very significant and expensive. 
 
Maqbool, Murtaza and Rehman (2012) state that turnover has a great financial 
impact on organisations in terms of recruitment process, selection and training. 
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When talented and experienced employees leave the organisation, all their expertise 
also leave with them and organisation is deprived of their experience, knowledge 
and talent, their vacant positions affect the performance of the organisation since it is 
not easy to hire an employee equivalent to their expertise.  If an organisation 
happens to employ someone, that person should be trained and made comfortable 
with the organisational culture before the person can actually try to perform to the 
level of the employee who left. 
 
Van Scheers and Wild (2011) state that high turnover rate of educators in schools 
has negative implications on the successful running of schools.  When educator 
turnover is too high then schools will be manned by educators who are new in the 
profession and are still learning the robes, doing trial and error. Turnover influences 
the performance and effectiveness of the school since the school as an organisation 
has production processes requiring extensive interaction among educators and is 
therefore prone to suffer when subjected to high rates of turnover.  Turnover disrupts 
the quality of school cohesion and performance (Xaba 2003). 
 
Mokoena (2012) states that when a teacher leave school and teaching profession, 
additional costs include lost institutional memory and lowered morale among 
teachers who remain. 
  
63 
 
CHAPTER FOUR: RELATIONSHIP BETWEEN JOB SATISFACTION, 
ORGANISATIONAL COMMITMENT AND TURNOVER INTENTIONS 
4.1  Introduction 
 
Chapter 2 and 3 discussed job satisfaction, organisational commitment and turnover 
intentions.  Factors affecting job satisfaction, three dimensions of organisational 
commitment, types of turnover as well as the impact of turnover on organisation 
were discussed.  The present chapter will examine the relationship between the 
variables.  Views from different authors highlighting the relationship between the 
variables will be displayed below. 
4.2 Job satisfaction and intention to leave 
 
Schultz and Schultz (2002) stated that evidence relating high turnover to high job 
dissatisfaction is strong. Studies have shown that both intended and actual turnover 
can be attributed to dissatisfaction with various aspects of the job.  A study done by 
Tukuncu and Kozak (2007) in a Turkish hotel provided the evidence that there is a 
significant relationship between satisfaction and turnover; thus employees with lower 
satisfaction levels are more likely to leave their current jobs.   
 
According to Kinicki and Kreitner (2009), dissatisfaction causes employees to begin 
the process of thinking about quitting. In their study withdrawal cognitions had a 
greater impact on employee turnover than job satisfaction in this sample.  Pienaar, et 
al. (2007) found that the association of job satisfaction with turnover intention is in 
the expected negative direction, with the correlation between quantitative role 
overload and turnover intention practically significant, with medium effect.  
Interestingly, job satisfaction was found to be the most robust predictor of turnover 
intention, thus the need to develop programms to sensitize employees to each 
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other’s needs may bear fruit in terms of enhancing the experience of job satisfaction 
and subsequently reducing employee turnover (Pienaar, et al., 2007) 
 
Job satisfaction is often identified as one of the factors that influence the decision to 
quit. (Chimanikire, et al., 2007; Tukuncu and Kozak, 2006)  A study done by Kgomo 
and Swarts (2010) in contact centre nationwide showed that the intention to leave in 
the contact centre industry is largely influenced by job dissatisfaction.  Job 
satisfaction can affect turnover, or decisions by people to terminate their 
employment:  satisfied workers are less likely to leave, while dissatisfied workers are 
more likely to leave when they can (Wood, et al., 2001). 
 
Robbins and Judge (2009) state that there is a strong relationship between job 
satisfaction and turnover.  According to Randhawa (2007), among various factors 
influencing the intention to quit job satisfaction has been found to be most. 
4.3 Job satisfaction and commitment 
 
A strong relationship was found between job satisfaction and organisational 
commitment (Adeyinka, Ayeni and Phopoola 2007). How the organisation meets 
employee’s expectations is determined by job satisfaction.  Job satisfaction has been 
found to predict organisational commitment (Bull 2005; Aref & Aref 2011), and in turn  
contributes to school effectiveness.  Job satisfaction amongst teachers is critical to 
teacher’s retention and has been shown to be a vital contributing factor on teacher 
commitment to school (Aref & Aref, 2011). 
Malik, et al. (2010) argue that job satisfaction shows immediate effective reactions to 
the job while commitment to the organisation develops more slowly after the 
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individual forms more comprehensive valuations of the employing organisation, Its 
values, expectations and one’s own future in it, therefore job satisfaction is seen as 
one of determinants of organisational commitment.    
According to Buitendach and De Witte (2005), employees who are satisfied with their 
jobs are likely to be better ambassadors for the organisation and show more 
organisational commitment.  According to Warsi, et al. (2009), employees are more 
likely to be committed to the organisation when they are highly satisfied with their 
work, co-workers, pay, and supervision and develop high level of overall satisfaction. 
4.4  Commitment and turnover intentions 
 
Lower commitment to the school organisation affects both the effectiveness of the 
school and causes teachers to be less successful or to leave the profession (Xaba 
2003). According to Schultz and Schultz (2006), organisational commitment is 
strongly related to turnover, the greater an employee’s commitment to the job and 
the company the less likely he or she intend to quit. 
 
Teacher commitment is central to improving teacher performance and student 
learning and to reduce teacher turnover, enriching the status of teaching and building 
community within schools will result in enhanced teacher commitment, which will, in 
turn, lead to improved teacher performance and ultimately gains in learning. 
4.5  Job satisfaction, organisational commitment and turnover intentions.  
  
Organisational commitment and Job satisfaction are important aspect of 
organisational effectiveness, productivity and job performance and may impact on 
turnover intention and absenteeism. (Aydogdu & Asikgil, 2011).  Warsi, et al. (2009), 
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argue that job satisfaction and organisational commitment are primary determinants 
of employee turnover, performance, and productivity.  Employees are normally high 
performers when committed and satisfied with their jobs and that contributes towards 
organisational productivity. 
 
Both job satisfaction and organisational commitment have been investigated as 
predictors of employee turnover.  Both low levels of job satisfaction and 
organisational commitment are related to higher rates of turnover.  Organisational 
commitment develops from job satisfaction and in turn influences an employee’s 
decision to remain with or leave the organization (Riggio, 2009)  
 
Employers who adopt appropriate human resource practices and make firm pledges 
to their workers in the  psychological contract could find that commitment as well as 
satisfaction is higher and staff turnover is lower (McKenna, 2012).  Job satisfaction 
and organisational commitment are seen as vital component of turnover models.  
The greater the job satisfaction, the less the likelihood that the individual will leave 
the organisation, and the higher the commitment levels of the employee, the lower 
the predicted turnover intentions (Martin & Roodt, 2008). 
 
Job satisfaction and commitment influence individual’s decision to leave or stay with 
the organisation (Coetzee and Schreuder, 2010). Afolabi (2005) found that when 
workers are dissatisfied with their jobs, there will be lack of job involvement and 
organisational commitment which eventually leads to intention to sever relationship 
with the organisation. According to Kirkman & Shapiro (2001), employees who are 
more satisfied with their jobs are always present and less likely to leave. Employees 
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who are more committed are less likely to intend to leave their jobs, they are less 
likely to experience stress and more likely to perform well.  
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CHAPTER FIVE: RESEARCH METHODOLOGY 
5.1  Introduction  
 
The preceding chapter discussed literature concerning job satisfaction, 
organisational commitment and turnover intention amongst high school teachers. 
This chapter describes the research methodology employed in this study.  Research 
design, research method, sample, sampling procedure, sampling frame, target 
population, the research questionnaire and validity and reliability are the concepts 
that are going to be discussed in this chapter. 
5.2  Research design and research method 
 
A research design is the process of focusing your perspective for the purposes of a 
particular study (De Vos, Strydom, Fouché & Delport, 2005). A research design is 
selected for its capacity to answer the research questions that drive an investigation 
(Becker & Bryman, 2005).   Bless, Higson-Smith and Kagee (2007), define research 
design as a specification of the most adequate operations to be performed in order 
to test specific hypothesis under given conditions.  
 A research method is a technique for gathering data, like a questionnaire, interview 
or observation (Becker & Bryman, 2005). 
This research is a quantitative research.  Quantitative research employs 
mathematical analysis for the measurement of variables and places a heavy 
emphasis on the use of structured questionnaires (Cant, Gerber, Nel & Kotzé, 2003).  
According to Hair, Wolfinbarger, Ortinau, and Bush (2008), quantitative research 
enables the researcher to validate relationships and to test hypotheses.   
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5.3  Population 
 
A population consists of all the elements included in a research project or problem 
(Cant, et al., 2003). Bless, et al. (2007) define population as the set of objects or 
people which is the focus of the research and about which the researcher wants to 
determine some characteristics.   
The population of the study comprised of all the high school teachers in Fort 
Beaufort District.  The population size of this study was 513 (HR department, Fort 
Beaufort District of Education).   
5.4   Sample and sampling procedure 
5.4.1  Sample 
 
According to De Vos, et al. (2011), sample comprises elements or a subset of the 
population considered for actual inclusion in the study, or it can be viewed as a 
subset of measurements drawn from a population in which we are interested.   
Sample size 
This research was based on the collection of the data from 100 high school teachers 
in Fort Beaufort district of Education out of 513 teachers, which is 19,5 % of the 
population.  According to De Vos, et al. (2011), 10 % sample is necessary.  The 
sample was selected by the researcher randomly. 
5.4.2 Sampling procedure 
 
There are two broad sampling procedures. These are probability sampling and non-
probability sampling.   
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Probability sampling 
Probability sampling involves selection methods in which members of the sample 
can be chosen through a random process (Cooper & Schindler, 2003).  The essence 
of probability sampling is that each member of the population has a chance of being 
included in the sample; it is an objective procedure, the selection process is 
unbiased and the precision of population estimates can be calculated (Becker & 
Bryman, 2005).    
There are four probability sampling methods namely:  simple random sampling, 
systematic sampling, stratified sampling and cluster sampling (Cant, et al., 2003).  In 
simple random sampling every element in the population has a known and equal 
chance of being selected as a subject. Simple random sampling has the least bias 
and offers the most generalizability.  However, it could become cumbersome and 
expensive and entirely updated listing of population should be available.  Systematic 
sampling method involves drawing every n th element in the population starting with 
a randomly chosen element between 1 and n.   
Stratified random sampling involves a process of stratification or segregation, 
followed by random selection of subjects from each stratum.  The population is first 
divided into mutually exclusive groups that are relevant, appropriate, and meaningful 
in the context of the study (Sekaran, 2003).  With Cluster sampling method 
population is divided in mutually exclusive and collectively exhaustive clusters or 
subgroups after which certain clusters are selected in the sample.  The various 
clusters should be as homogeneous or similar as possible.  The elements within the 
cluster should be as heterogeneous or different (Cant, et al., 2003). 
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Non- Probabilty sampling 
In non-probability sampling the odds of selecting a particular individual are not know 
because the researcher does not know the population size or the members of the 
population and the paradigm of each unit in a sampling frame does not have an 
equal chance of being selected for a particular study (De Vos, et al., 2011). 
According Cant, et al. (2003) four non-probability sampling methods exist namely: 
convenience sampling, judgemental sampling, quota sampling and snowball 
sampling.  During convenience sampling the researcher selects the elements.  Often 
the respondents are in the right place at the right time when the sample is drawn.  It 
is therefore convenient for the researcher to use these respondents.  Convenience 
sampling is the least expensive and time consuming of all sampling methods, it’s 
also easy to measure the elements drawn in the sample, and however it has the 
potential for selection bias.  Judgemental sampling is a form of sampling where 
elements are selected based on the judgement of the researcher.  The researcher 
decides which elements will form an appropriate sample. 
Quota sampling is done when the sample is divided into quotas of which the 
characteristics of interest represent the population.  The quota is based on the 
characteristics of the population and for this reason information about the population 
must be readily available and current.  In Snowball sampling an initial group of 
respondents is selected.  These respondents refer the researcher to other 
respondents within the target population after they had been interviewed.  The 
process is continued when the referrals refer more respondents, causing a snowball 
effect, hence the names snowball sampling (Cant, et al., 2003, pp. 166-167). 
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Probability sampling procedure was used by the researcher since it gives all 
members of the population a chance to participate and it is unbiased.  The 
population size was known and current. Simple random sampling method was used.  
Simple random sampling has the least bias and offers the most generalisability.  
According to Barbie and Mouton (2001), random selection offers access to the body 
of probability theory, which provides the basis for estimates of population parameters 
and estimates of error. 
5.5   Research instrument 
 
A questionnaire was used as the data collection tool.  A questionnaire is a written list 
of questions, the answers to which are recorded by respondents (Kumar, 2005).  In a 
questionnaire respondents read the questions, interpret what is expected and then 
write down the answers (Kumar, 2005).  Leung (2001) defines a questionnaire as a 
booklet of standardized procedure, that is pre-coded and containing open ended 
questions or structured questions.  It can be regarded as a data collection instrument 
that sets out questions to be asked in a formal way in order to produce desired 
information. The researcher used a questionnaire as the research instrument for the 
following reasons: 
a) It is economical in terms of time and money and  
b) The use of questionnaire was based on the result of pilot study, which 
revealed that respondents were literate and able to complete the 
questionnaire without any assistance and the respondents remain 
anonymous. 
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The questionnaire comprised of four sections.  Section A consisted of demographic 
information of the respondents, namely, gender, age, marital status, ethnicity, 
qualification and designation.   
 
Section B measured job satisfaction; Minnesota Job Satisfaction Questionnaire 
(MSQ) designed by Weiss, Davis, England and Lofquist (1967) (cited by Aamodt 
2007) was used. MSQ has both long (100) items and short (20) items form.  Short 
form of the questionnaire was used by the researcher which is about pay, co-
workers, supervision, responsibility and social status.   
Section C measured organisational commitment; Organisational Commitment 
questionnaire (OCQ) designed by Meyer and Allen (1993) was used. OCQ measures 
the three facets of commitment namely affective, continuance and normative 
commitment.  Each scale of the three facets of commitment comprise of six items, a 
modification of the original questionnaire. 
Section D consisted of items measuring intention to leave. Turnover intention 
questionnaire which consists of 3 items was used    
For sections B, C, and D the items were measured on 5 point likert scale:  (1) Very 
dissatisfied, (2) Dissatisfied, (3) Not sure, (4) Satisfied and (5) Very satisfied. 
5.2.1 Validity and reliability of instrument 
 
Reliability has to do with the consistency or stability of findings.  Validity is concerned 
with the issue of whether a measure that has been devised, such as our imaginary 
measure of client satisfaction, really gauges the underlying concept that it is 
presumed to be tapping (Becker & Bryman, 2005).   Goodwin (2002), argue that a 
measure to be of value in psychological research must have some degree of both 
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reliability and validity.  The importance of reliability is that it enables one to have 
some confidence that the measure taken is close to the true measure. And also the 
importance of validity is that it tells you if the measure actually measures what you 
hope it does.  
MSQ had been proved reliable by the following: Research done by Aydogdu and 
Asikgil (2011), indicates cronbach alpha coefficient of 0.964. Reseach by Stander 
and Rothmann (2009), indicates cronbach alpha coefficient of 0.815.  Research by 
Buitendach and De Witte (2005), shows cronbach alpha coefficient of 0.88.  The 
above discussion proves reliability of the instrument. 
 
OCQ has been proved reliable by the following:  Study by Döckel, et al. (2006), 
indicates reliability level of 0.78 for affective commitment, 0.61 for continuance 
commitment and 0.76 for normative commitment; Research done by Aydogdu and 
Asikgil (2011), indicates Cronbach’s alpha of 0.936. Lumley, et al. (2011) reported 
Cronbach’s alpha of 0.79 for affective commitment, 0.68 for continuance 
commitment and 0.82 for normative commitment. Pienaar, et al. (2007), reported 
alpha coefficient to be 0.83 for turnover intention questionnaire. 
For the purpose of this study Cronbach’s alpha was used to measure the reliability of 
the instrument.  According to Sekaran (2003) Cronbach’s alpha can be considered a 
perfectly adequate index of the interitem consistency reliability.  De Vos et al. (2011) 
also state that Cronbach’s alpha is the most commonly used reliability measure.  
Cronbach’s apha ranges between 0 and 1, and figures closer to 1 (0.8-0.9) generally 
indicate highly reliable scale.   
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Cronbach’s alpha for employee organisational commitment 
Cronbach’s Coefficient Alpha 
Variables Alpha 
Raw 0.841735 
Standardized 0.840922 
 
The Cronbach’s coefficient alpha for the items measuring employee commitment is 
0.84 which shows that the instrument was highly reliable. 
Cronbach’s alpha for employee job satisfaction 
Cronbach’s Coefficient Alpha 
Variables Alpha 
Raw 0.922536 
Standardized 0.922023 
 
The instrument measuring job satisfaction of the employees in the study is 0.92 
which was very reliable 
Cronbach’s alpha for employee turnover intentions 
Cronbach’s Coefficient Alpha 
Variables Alpha 
Raw 0.869489 
Standardized 0.871637 
 
The Cronbach’s coefficient alpha for the items measuring employee turnover 
intentions is 0.86 which shows that the instrument was highly reliable. 
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5.2.2 Administering of questionnaire 
 
Questionnaire can be administered personally, mailed to the respondents, or 
electronically distributed (Sekaran, 2003).  Self-administered questionnaires are 
handed to respondents, who complete them on their own, but the researcher is 
available in case problems are experienced.  The researcher limits his or her own 
contribution to the completion of the questionnaire to the absolute minimum (De Vos, 
et al., 2011).   
 
According to Sekaran (2003), when a researcher is self-administering 
questionnaires, the researcher is also afforded an opportunity to introduce the 
research topic and motivate the respondents to offer their frank answers.   When 
questionnaires are administered to large numbers of individuals at the same time it is 
less expensive and less time is consumed than interviews.  Employees may be given 
blank questionnaires to be collected from them personally on completion after a few 
days since the organisations are unable to allow work hours to be spent on date 
collection, and other ways of getting the questionnaires back after completion may 
have to be found (Sekaran, 2003). 
 
Mail questionnaire is sent by mail with the expectation that the respondent will read 
the instructions, answer the questions and then return it to the researcher.  The non-
response rate may be very high, especially with regard to long questionnaires and 
unclear or open questions (De Vos, et al., 2001).   
 
There are three man types of electronic survey.  The first is the emailed survey in 
which the researcher sends an email with and attached questionnaire for the 
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respondent to complete.  The second is the web-based survey that requires the 
respondent to complete the questionnaire online through a website.  The third 
method concerns the use of computerised interactive voice response (IVR) systems 
and relies upon automated telephone calls.  When using electronic questionnaires 
data are directly entered into database, mistakes are limited and use of paper is 
emanated.  However with the latter the value of paper trail for validation purposes is 
also lost.  Illiterate respondents may be less familiar with using a computer and many 
people still do not own computers or do not have access to the Web (De Vos, et al., 
2011 pp. 189-190). 
 
The researcher self-administered the questionnaires. 250 questionnaires were 
distributed to teachers with the help of principals.  A total of 127 questionnaires were 
returned.  Out of 127 returned 27 of them were spoiled, and only 100 were fully 
completed.  Thus giving a return rate of 19,5 %, which is more than 10% sample. 
5.6   Data Analysis 
 
Data analysis is the technique by which researchers convert data to a numerical 
form and subject it to statistical analysis (De Vos, et al., 2011).  The purpose of 
analysis is to reduce data to an intelligible and interpretable form so that the relations 
of research problems can be studied (De Vos, Strydom, Fouche & Delport, 2005).  
For the purpose of this study, descriptive statistical analysis and inferential analysis 
were used to analyse data.  Descriptive statistical analysis is a general type of 
simple statistics used by researchers to describe basic patterns in the data 
(Neuman, 2006). Descriptive statistical analysis in the form of tables and graphs was 
used.   
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Inferential statistics was used to determine the correlation of the variables in the 
study. Inferential statistical analysis is employed when generalisation from a sample 
to population are made (Sekaran, 2003). 
Multiple regression was used to make the model more realistic, control for other 
variables, and explain more of the variance in the dependent variable. Multiple 
regression is done to examine the simultaneous effects of several independent 
variables on a dependant variable that is interval scales (Sekaran 2003). Data 
analysis was facilitated by use of Statistical Package for Social Sciences (SPSS). 
5.7  Conclusion 
 
A research design that is carefully chosen helps alleviate confusion and helps the 
researcher to focus on the appropriate body of methods to be used in conducting the 
overall research.  The chapter has examined research methodology.  The 
questionnaire was the instrument. The sampling method used was probability 
sampling with random sampling technique.  The next chapter presents data analysis, 
presentation and interpretation of results. 
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CHAPTER SIX: PRESENTATION AND DISCUSION OF THE RESULTS 
6.1  Introduction 
 
The previous chapter described the approach used to conduct the present study. 
The approach was used as a basis for selecting the sample and the sampling 
procedure, as well as deciding on the data collection techniques in order to answer 
the research questions of the study. 
6.2  Descriptive statistics 
 
The section commences with an analysis of the demographic information gathered 
from the research sample (n = 100). This section examines broad descriptive 
categories including age, gender, marital status, race, educational qualifications and 
years of experience.  
Table 6.1 below presents a summary of the distribution of the different biographical 
data for the study population. It shows the frequencies and percentages of the 
various demographic features that were used in the study and a chi-square test for 
the association within each demographic variable is also presented. The descriptive 
analysis of each biographical variable is presented below the table. To facilitate in 
this descriptive analysis graphs will also be used to give a different view of the 
results presented in the table. The equal proportions shows that there was a 
significant difference in all the categories for the demographic features (Pr > ChiSq < 
0.05).  
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Table 6.1 Biographical Data – Frequencies, Percentages and Chi-Square test  
         for equal proportions      
 
VARIABLE LEVELS DF FREQUENCY    PERCENTAGE Pr > ChiSq 
       
GENDER MALE 1 36  36.00 0.0051** 
 FEMALE   64  64.00  
       
AGE 21 - 30 YEARS 3 14  14.00 0.0005** 
 31 - 40 YEARS  35  35.00  
 41 - 50 YEARS  36  36.00  
 51+ YEARS  15  15.00  
       
RACE BLACK 
AFRICAN 
1 98  98.00 <.0001** 
 COLOURED  2  2.00  
       
MARITAL STATUS SINGLE 3 25  25.00 <.0001** 
 MARRIED  61  61.00  
 DIVORCED  6  6.00  
 WIDOWED  8  8.00  
       
QUALIFICATION  DIPLOMA 3 26  26.00 <.0001** 
 BACHELORS  65  65.00  
 HONOURS  8  8.00  
 MASTERS  1  1.00  
       
EXPERIENCE 0 – 4 YEARS 4 20  20.00 0.0083** 
 5 – 8 YEARS  14  14.00  
 9 – 12 YEARS   15  15.00  
 13 – 16 YEARS  18  18.00  
 17+ YEARS  34  34.00  
 
Variables with a significant difference in proportions are marked with ** 
6.2.1 Gender 
 
Figure 6.1 depicts the gender of respondents. The majority of the respondents (64%, 
n = 64) are female teachers, while male teachers comprised 36% of the respondents 
(n = 36). From table 6.1 above the Chi-Square test for equal proportions (Pr > ChiSq 
= 0.0051) shows a significant difference between the distribution of males and 
females in the sample considered.  
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Figure 6.1 Gender distributions of respondents 
 
6.2.2 Age 
 
The majority of the respondents (36%, n = 36) are in the age group 41-50 years, 
while 35% (n=35) are in the age group 31-40 years. Fifteen respondents (15%) fall in 
the age category 50+ years, and a further 14% (n = 14) of the respondents are in the 
age group 21-30 years old. 
Figure 6.2 Age distribution of respondents 
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6.2.3 Race 
Figure 6.3 Race distributions of respondents 
 
As depicted in Figure 6.3, the racial composition of the sample comprises of 98 % (n 
= 98) African respondents and 2% (n = 2) Coloured respondents. The probability of 
the Chi-Square test in table 6.1 showed that there was a highly significant difference 
between the distribution of the Black African’s and Coloureds (Pr > ChiSq <0.0001).   
6.2.4 Marital status 
 
Figure 6.4 illustrates that of the 100 respondents who participated, 61 (61%) of the 
respondents are married, twenty-five (25%) are single, and six (6%) are divorced. 
Only eight (8%) of the respondents are widowed. The Chi-Square test shows that 
there is a statistically significant difference between the different categories in marital 
status (Pr > ChiSq <0.0001). The frequencies and percentages clearly show this 
difference as displayed on figure 6.2. 
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Figure 6.4 Marital distributions of respondents 
 
6.2.5 Educational qualifications 
Figure 6.5 Educational qualifications of respondents 
 
Figure 6.5 illustrates that 65% (n=65) of the respondents has a bachelor’s degree. 
Only 6% (n=6) of the respondents have a diploma, 8% (n=8) has a honours, while 
1% (n=1) have a master’s degree. 
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6.2.6. Teaching experience 
Figure 6.6 Teaching Experience distributions of respondents 
 
It can be viewed in figure 6.6 that the majority of the respondents (n = 34 or 34%) fall 
in the 17+ years’ service group and 20 respondents (20%) fall in the 0-4years’ 
service group. Eighteen respondents (18%) fall in the 13-16 years’ service 
groupwhile 15 respondents (15%) fall in the 9-12 years’ service group. The smallest 
number of respondents (n = 13 or 13%) fall in the 5-8 years’ service group. 
6.2.7 Overall mean levels 
 
Figure 6.7 shows the overall mean levels. It shows that in this study employee 
organisation commitment, employee job satisfaction and employee turnover 
intentions were all high as they all have a mean level higher than 3. 
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Figure 6.7 Overall mean levels of respondents 
 
 
Below is table 6.2 which shows a comparison of means in the different biographical 
variables that were used in this study. A Duncan's Multiple Range Test of the 
generalized linear model for comparisons of means was used to test whether a 
statistical significant difference exists within each demographic dimension with 
employee job satisfaction, employee commitment and turnover intentions. A 
graphical explanation of each comparison is presented below the table. In case of 
demographic variables with two levels (gender and race), a T-Test was performed 
and the results are presented in table 6.3.      
  
2.9 3 3.1 3.2 3.3
employee_satisfaction
affective_commitment
continuance_commitment
normative_commitment
employee_commitment
turnover_intentions
3.045 
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3.2383333 
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Overall Mean Levels 
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Table 6.2 Duncan's Multiple Range Test for Comparisons of Means for the 
Different Demographic Features with Employee job satisfaction, commitment 
and turnover intentions. 
 
VARIABLE COMPARISON BY 
MEAN LEVELS PER CATEGORY DUNCAN’S RANGE  
GROUPING 1 2 3 4 
`  21-30 31-40 41-50 51+ YRS  
  N = 14 N = 35 N = 36 N = 15  
AGE EMPLOYEE SATISFACTION 3.5429 3.1071 2.8819 2.8267 (A AB B B) - (1 2 3 4)* 
 EMPLOYEE COMMITMENT 3.5179 3.2014 3.0347 3.1367 (A AB AB B)- (1 2 4 3)* 
 AFFECTIVE COMMITMENT 3.2976 3.3905 3.1389 3.2111 (A A A A)- (2 1 4 3) 
 CONTINUANCE-
COMMITMENT 
3.2857 3.1381 2.9907 3.1889 (A A A A)-(1 4 2 3)  
 NORMATIVE COMMITMENT 4.0119 3.2190 3.0324 3.0556 (A B B B)-(1 2 4 3)* 
 TURNOVER INTENTIONS 3.0476 3.1238 3.6389 2.5778 (A AB AB B) - (3 2 1 4)* 
  SINGLE MARRED DIVORCE WIDOW   
  N = 25 N = 61 N = 6 N = 8   
MARITAL  EMPLOYEE SATISFACTION 3.0980 3.0246 2.7750 3.2375 (A A A A)-(4 1 2 3) 
STATUS EMPLOYEE COMMITMENT 3.2640 3.0869 3.2666 3.5125 (A A A A)-(4 3 1 2) 
 AFFECTIVE COMMITMENT 3.3867 3.1694  3.1111 3.6667 (A A A A)-(4 1 2 3) 
 CONTINUANCE-
COMMITMENT 
3.2400 3.0082 3.0556 3.5625 (A A A A)-(4 1 3 2) 
 NORMATIVE COMMITMENT 3.8056 3.2917 3.2600 3.1667 (A A A A)-(3 4 1 2) 
 TURNOVER INTENTIONS 3.4267 3.2240 2.7778 2.8333 (A A A A)-(1 2 4 3) 
  DIP BACH HONS MASTER   
  N = 26 N = 65 N = 8 N = 1  
QUALIFICATION EMPLOYEE SATISFACTION 2.8654 3.0838 3.3813 2.5000 (A A A A)-(3 2 1 4) 
 EMPLOYEE COMMITMENT 2.9923 3.2423 3.2313 3.2000 (A A A A)-(2 3 4 1) 
 AFFECTIVE COMMITMENT 3.2564 3.2513 3.3542 3.1667 (A A A A)-(3 1 2 4) 
 CONTINUANCE-
COMMITMENT 
2.7885 3.2385 3.1667 3.0000 (A A A A)-(2 3 4 1) 
 NORMATIVE COMMITMENT 3.0449 3.3051 3.2917 3.5000 (A A A A)-(4 2 3 1) 
 TURNOVER INTENTIONS 3.2821 3.2821 2.4167 3.6667 (A A A A)-(4 2 1 3) 
  1 2 3 4         5             
  0 -4  5 - 8  9 - 12 13 – 16 17+ YRS 
  N = 206 N = 13 N = 15 N = 18 N = 34 
EXPERIENCE EMPLOYEE SATISFACTION 3.4500 3.0423 3.2800 3.0444 2.7044   (A A AB AB B)*                
 EMPLOYEE COMMITMENT 3.4275 3.0807 3.3366 3.1138 3.0264   (A A A A A)    
 AFFECTIVE COMMITMENT 3.2750 3.1410 3.3778 3.5000 3.1176   (A A A A A) 
 CONTINUANCE-
COMMITMENT 
3.2333 2.9871 3.2555 3.0000 3.0882   (A A A A A) 
 NORMATIVE COMMITMENT 3.8583 3.2051 3.4333 2.9907 2.9313   (A AB B B B)* 
 TURNOVER INTENTIONS 2.9666 3.2820 3.3333 3.3333 3.2254   (A A A A A) 
Means with the same letter are not significantly different. (Marked with *) 
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Respondents in the age group 21-30 had high levels of employee job satisfaction 
and organisational commitment. The Duncan's Multiple Range Test showed a 
significant difference in the mean levels of employee job satisfaction and 
organisational commitment among the age categories. According to the Duncan’s 
groupings the age group 21 – 30 years was observed to be significantly higher than 
the rest of the groups in the mean levels of employee job satisfaction and 
organisational commitment.   However age group 31 – 40 years is significantly the 
same with all the age groups in the mean levels of employee job satisfaction and 
organisational commitment.  
Respondents in the age group 41-50 have high turnover intentions and low levels of 
employee job satisfaction as compared to the rest of the age groups. There exist a 
significant difference in the mean levels of normative commitment and turnover 
intentions within the age groups.  According to the Duncan’s groupings employees in 
the age group 21-30 had an extremely higher normative commitment as compared to 
the employees in other age groups. Employees who are 50+ years old have low 
mean levels of turnover intentions. The graphical presentation of the mean levels of 
the variable age in employee job satisfaction, employee commitment and turnover 
intentions is given in figure 6.8.  
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Figure 6.8 Mean levels by age of respondents 
 
 
Figure 6.9 below shows the mean levels of respondents by marital status.  Employee 
turnover intentions are high on single and married teachers. The married employees 
had high mean levels of job satisfaction and commitment. Employment 
organisational commitment is high on divorced and widowed teachers. Widows are 
more satisfied with their job than other groups. However from table 6.2 the   
Duncan's Multiple Range Test showed no significant difference in the mean levels of 
all the categories of marital status on employee job satisfaction, employee 
commitment and turnover intentions.   
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Figure 6.9 Mean levels by marital status of respondents 
 
Figure 6.10 Mean levels by qualification of respondents 
 
In figure 6.10 and table 6.2 shows that teachers with a master’s degree are having 
low mean levels in employee job satisfaction and high in turnover intentions. In 
contrary teachers who have an honours degree have a high mean level in employee 
job satisfaction and low in turnover intentions. In terms of employee organisation 
commitment it is higher in bachelors, honours and masters and its low in diploma 
category. Those with honours and bachelors are satisfied with their jobs more than 
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those with masters and diploma level of education. Bull (2005) state that employees 
who are better educated are likely to experience higher levels of job satisfaction 
when they are carrying out duties which are in line with their level of education. 
As in marital status the Duncan's Multiple Range Test showed no significant 
difference in the mean levels of all the categories of employee qualifications on 
employee satisfaction, employee commitment and turnover intentions.   
Figure 6.11 below shows the mean levels by teaching experience. Employee job 
satisfaction was high in respondents who had 0-4 years’ experience and lowest in 
those who have been at the job longer, 17+years. These results are similar also with 
employee commitment; employees with few years in teaching have high organisation 
commitment than those who have been teaching there longer. According to 
Crossman and Harris (2006), teachers who have been teaching for less than 5 years 
are more satisfied while those who have been teaching between 15 and 20 years are 
the least satisfied. 
 
Employee turnover intentions are high in employees with 5-17 years of experience 
than those with 0-4 years. There was a significant difference in mean levels of 
employee job satisfaction and normative commitment. This was shown to be 
significant by the Duncan’s grouping in table 6.2. The differences show that teachers 
with 0-4 and 9-12 years of experience had a higher level of employee job satisfaction 
than the other teachers. Also employees with 0-4 years of experience had an 
extremely higher mean level of normative commitment. Overall employee 
commitment, affective commitment, continuance commitment and turnover intentions 
showed no significant difference in the mean levels of the various categories of 
employee teaching experience.  
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Figure 6.11 Mean levels by teaching experience of respondents 
 
Table 6.3 T-Tests for Mean Differences in gender and race with Employee job 
satisfaction, commitment and turnover intentions. 
VARIABLE LEVELS N COMPARISON BY MEAN VALUES 
 
t VALUE Pr > |t| 
    M           F   
GENDER MALE 36 EMPLOYEE SATISFACTION 3.1347 2.9945 0.88 0.3813 
 FEMALE 64 EMPLOYEE COMMITMENT 3.2278 3.1469 0.63 0.5284 
   AFFECTIVE COMMITMENT 3.3287 3.2214 0.76 0.4476 
   CONTINUANCE-COMMITMENT 3.1991 3.0651 0.93 0.3555 
   NORMATIVE COMMITMENT 3.2546 3.2292 0.14 0.8884 
   TURNOVER INTENTIONS 3.0463 3.3125 -1.07 0.2881 
    B C   
RACE BLACK 98 EMPLOYEE SATISFACTION 3.0214 4.2000 -15.48 <.0001* 
 COLOURED 2 EMPLOYEE COMMITMENT 3.1663 3.6500 -7.79 <.0001* 
   AFFECTIVE COMMITMENT 3.2551 3.5000 -3.56 0.0006* 
   CONTINUANCE-COMMITMENT 3.102 3.6667 -8.05 <.0001* 
   NORMATIVE COMMITMENT 3.2228 4.0000 -8.88 <.0001* 
   TURNOVER INTENTIONS 3.2415 2.0000 10.27 <.0001* 
On variable gender a pooled T-Test was used due o equality of variances and a Satterthwaite T-Test was considered for 
variable race due to unequal variances.  Items marked with (*) have means which are significantly different.    
 
A T-Test was carried for testing the differences in the mean levels of the variable 
gender and race with employee satisfaction, commitment and turnover intentions.   
These results are presented in table 6.3 above. A significant Pr > |t| for difference 
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between the means will be a t-statistic (Pr > |t|) < 0.05. In table 6.3 above, the 
variable gender showed no significant difference between the mean levels of males 
and females on employee job satisfaction, commitment and turnover intentions. 
However, female teachers had high employee turnover intentions and employee 
commitment and low level of job satisfaction. Male teachers had high mean levels in 
all categories with employee commitment with the highest. Figure 6.12 shows the 
graphical view of the mean levels of gender on employee job satisfaction, 
commitment and turnover intentions. 
Figure 6.12 Mean levels by gender of respondents 
 
Figure 6.13 show the mean levels by race. African respondents had low mean levels 
in all categories except for turnover intentions. The Coloured respondents had high 
employee commitment and employee job satisfaction and low turnover intentions. In 
table 6.3 Pr > |t| was < 0.05 for all the mean levels of race in employee job 
satisfaction, commitment and turnover intentions which shows a highly statistical 
significant difference in all the mean differences. 
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Figure 6.13 Mean levels by race of respondents 
 
Table 6.4 shows the mean levels of all the variables used to measure employee 
satisfaction.  The table indicates that teacher’s level of satisfaction was high with 
many aspects of their job and it was low with the way company policies are put into 
practice, the working conditions, the chances for advancement on the job, the praise 
they get for doing the good job, pay and the amount of work was the lowest.  A study 
done by Van Sheers and Wild (2011) shows that 84 % of the respondents were not 
satisfied with working conditions, they mentioned that learning and teaching 
resources are never enough, buildings are not suitable for learning and teaching and 
also the distribution of workload was mentioned to be unfair, feeling unsafe because 
of learners who are taking drugs. Naong (2011) states that improved conditions of 
service can make teaching profession a profession of choice.   
 
Study by Sirima and Poipoi (2010) found that teachers were influenced by good 
salaries to join teaching profession.  Van Scheers and Wild (2011) found that 94 % 
teachers were dissatisfied with their salaries as they mentioned that they are too little 
as compared to their colleagues in private sector.  The remuneration of teachers 
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should be in such a way that teachers lead a decent life. To ensure proper 
accountability for teachers, performance related pay, increases and bonuses play an 
important role (Maphosa, et al., 2012) 
Table 6.4 Mean levels of employee job satisfaction 
N Obs Variable N Mean StdDev Minimum Maximum 
100 1)alone 
2)difference 
3)pride 
4)initiative 
5)utilization 
6)freedom 
7)conscience 
8)helping 
9)stability 
10)policies 
11)occupied 
12)conditions 
13)advancement 
14)worthy 
15)praise 
16)accomplishment 
17)pay 
18)relationships 
19)competence 
20)control 
100 
100 
100 
100 
100 
100 
100 
100 
100 
100 
100 
100 
100 
100 
100 
100 
100 
100 
100 
100 
3.2300000 
3.2700000 
3.3100000 
3.5700000 
3.4900000 
3.3700000 
3.4700000 
3.3500000 
3.0500000 
2.6100000 
3.2100000 
2.6000000 
2.6600000 
3.1700000 
2.6500000 
2.9500000 
2.3000000 
2.9900000 
2.8400000 
2.8100000 
1.0811049 
1.0430627 
1.1164066 
1.2492826 
1.2349702 
1.3000000 
1.0773612 
1.1315048 
1.2007994 
1.2544466 
1.2085136 
1.3483997 
1.1994948 
1.0922593 
1.2663078 
1.1492202 
1.1934163 
1.1414593 
1.3005050 
1.3758010 
1.0000000 
1.0000000 
1.0000000 
1.0000000 
1.0000000 
1.0000000 
1.0000000 
1.0000000 
1.0000000 
1.0000000 
1.0000000 
1.0000000 
1.0000000 
1.0000000 
1.0000000 
1.0000000 
1.0000000 
1.0000000 
1.0000000 
1.0000000 
5.0000000 
5.0000000 
5.0000000 
5.0000000 
5.0000000 
5.0000000 
5.0000000 
5.0000000 
5.0000000 
5.0000000 
5.0000000 
5.0000000 
5.0000000 
5.0000000 
5.0000000 
5.0000000 
5.0000000 
5.0000000 
5.0000000 
5.0000000 
6.3 Inferential statistics 
6.3.1 Correlations of employee organisation commitment, employee job 
satisfaction and employee turnover intentions on demographics 
 
Table 6.5 below shows the correlation between demographics and the study 
variables. In terms of gender, marital status and qualification they all did not have 
any significant correlation with employee organisational commitment, employee job 
satisfaction and employee turnover intentions. 
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In terms of race it did not have any significant correlation with organisation 
commitment and turnover intentions. However ethnicity had a positive correlation 
with job satisfaction (r=0.21696; p=0.0301). 
Age had a negative correlation with job satisfaction (r=-0.27992; p=0.0048), and also 
age had a negative correlation with organisation commitment (r=-0.19931; 
p=0.0468).  There was no correlation between age and turnover intentions. Similarly 
teaching experience did not have a significant correlation with turnover intentions. 
However teaching experience had a significant negative correlation with employee 
satisfaction (r=-0.33660; p=0.0006) and organisational commitment (r=-0.21495; 
p=0.0317). 
Table 6.5 Correlations between study variables and demographics 
Pearson Correlation Coefficients, N = 100 
Prob > |r| under H0: Rho=0 
 Employee  satisfaction Org commitment Turnover intentions 
gender -0.08848 
0.3813 
-0.06379 
0.5284 
0.10728 
0.2881 
age -0.27992 
0.0048 
-0.19931 
0.0468 
-0.01475 
0.8842 
race 0.21696 
0.0301 
0.11123 
0.2706 
-0.14593 
0.1474 
marital 0.00224 
0.9824 
0.07721 
0.4452 
-0.14837 
0.1407 
qualification 0.13849 
0.1694 
0.14530 
0.1492 
-0.10154 
0.3148 
teaching experience -0.33660 
0.0006 
-0.21495 
0.0317 
0.06475 
0.5222 
6.3.2 Hypothesis testing 
 
Hypothesis 1 
H0: The level of job satisfaction amongst secondary school teachers is low. 
H1: The level of job satisfaction amongst secondary school teachers is high. 
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Table 6.6 below presents the mean level of employee satisfaction, commitment and 
turnover intentions. Below table 6.6 is table 6.7 which shows the results of a T-Test 
hypothesis testing for the means of employee job satisfaction and employee 
commitment to a specified low mean of 2.5.   From the output in table 6.7 it shows 
that the overall mean of employee job satisfaction was not considered to be low 
since the value of Pr > |t| was <0.0001 which signifies that there is a statistical 
significant difference between the mean and the value 2.5. The mean value of job 
satisfaction (3.0450) in table 6.6 further indicates that the mean is greater than 2,5 
hence this leads to reject the null hypothesis in favour of the alternative and 
conclude that the level of job satisfaction amongst secondary school teachers is 
high.  
Cerit (2009) argues that teachers with more job satisfaction are likely to be more 
enthusiastic to spend more time and energy for educating students.  They perform 
better, and that influence the performance of children and also the social, emotional 
and cognitive development of students and their academic success. 
 
Table 6.6 Overall mean levels of job satisfaction, commitment and turnover 
intentions. 
N Obs Variable N Mean Std Dev Minimum Maximum 
100 employee_satisfaction 
affective_commitment 
continuance_commitment 
normative_commitment 
employee_commitment 
turnover_intentions 
100 
100 
100 
100 
100 
100 
3.0450000 
3.2600000 
3.1133333 
3.2383333 
3.1760000 
3.2166667 
0.7643410 
0.6743330 
0.6922207 
0.8646490 
0.6118559 
1.1970549 
1.0000000 
1.0000000 
1.0000000 
1.0000000 
1.0000000 
1.0000000 
4.6000000 
4.5000000 
4.6666667 
5.0000000 
4.5500000 
5.0000000 
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Table 6.7 T-Test for job satisfaction and employee commitment. 
T-Tests 
Variable DF t Value Pr > |t| 
employee_satisfaction 99 7.13 <.0001 
employee_commitment 99 11.05 <.0001 
 
Hypothesis 2 
H0:  The level of commitment amongst secondary school teachers is low. 
H2:  The level of commitment amongst secondary school teachers is high. 
From Figure 6.6 it shows that the level of commitment by teachers was relatively 
high with a mean level of 3.176. The output in table 6.7 further suggests that there is 
a significant evidence (Pr > |t| <0.0001) that the mean level of employee commitment 
is not equal to the specified low mean level of 2.5. Therefore the null hypothesis is 
rejected in favour of the alternative hypothesis and concludes that the level of 
commitment amongst secondary school teachers is high. 
 
Study by Wadesango (2012) indicates that teacher’s commitment to work was 
influenced by low involvement of some teachers in decision-making in critical areas.  
Uncommitted teacher can have serious negative consequences on the learning 
process of the pupils.  The teacher contributes much to the educational development 
or regression of the pupils.  Day (2007) states that Teacher commitment is closely 
related to job satisfaction, morale, motivation and identity, and a predictor of 
teachers work performance, absenteeism, burnout and turnover, as well as having 
an important influence on students achievement.  Teaching involves the imparting of 
the essential knowledge, skills and values that enable learners to fit and function 
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effectively in society, therefore teachers have to be committed to their teaching and 
understand teaching holistically. 
Table 6.8 Pearson correlation of study variables 
Pearson Correlation Coefficients, N = 100 
Prob > |r| under H0: Rho=0 
 Job satisfaction Org commitment Turnover intentions 
Job satisfaction 1.00000 
 
0.63712 
<.0001 
-0.40121 
<.0001 
Org commitment 0.63712 
<.0001 
1.00000 -0.33370 
0.0007 
Turnover intentions -0.40121 
<.0001 
-0.33370 
0.0007 
1.00000 
 
Hypothesis 3 
H0: There is no relationship between job satisfaction and organisational 
commitment. 
H3: There is relationship between job satisfaction and organisational commitment. 
 
Table 6.8 shows there is a significant positive relationship between job satisfaction 
and organisational commitment (r=0.63712; p=<.0001). Therefore the null hypothesis 
is rejected in favour of the alternative hypothesis and concludes that there is 
relationship between job satisfaction and organisational commitment. 
 
A strong relationship was found between job satisfaction and organisational 
commitment (Adeyinka, Ayeni and Phopoola 2007).  Job satisfaction has been found 
to predict organisational commitment (Bull 2005; Aref & Aref 2011).  According to 
Buitendach and De Witte (2005), employees who are satisfied with their jobs are 
likely to be better ambassadors for the organisation and show more organisational 
commitment. 
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Hypothesis 4 
H0:  Job satisfaction does not influence employee turnover intentions. 
H4:  Job satisfaction influences employee turnover intentions. 
Table 6.8 show there is a significant negative correlation between job satisfaction 
and employee turnover intentions (r=-0.40121; p=<.0001).This is also supported by 
the Generalised Linear Model (GLM) procedure in table 6.9 below. Turnover 
intentions was modelled against employee job satisfaction and employee 
commitment and both explanatory variable were found to be of significant effect on 
turnover intentions (Pr>F <.0001).  The parameter estimates of employee job 
satisfaction (-3.26485463; Pr > |t| <0.0001) showed that there is a significant 
negative effect of job satisfaction to employee turnover. Therefore the null 
hypothesis is rejected in favour of the alternative hypothesis hence job satisfaction 
has a negative influence on employee turnover intentions. 
The results are in line with the findings reported by Aydogdu and Asikgil (2011), 
which showed negative relationship between job satisfaction and turnover intention.  
A significant negative relationship between job satisfaction and turnover intentions 
was found by Randhawa (2007).  Pienaar, et al, (2007) also found negative 
association between job satisfaction and turnover intentions.  When employees are 
satisfied with their jobs they become loyal to the organisation, the service quality for 
the customer will increase and that lead to customer satisfaction and customer 
loyalty (Van Sheers & Wild, 2011). 
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Table 6.9 GLM Analysis of effects  
Source DF 
Sum of 
Squares Mean Square F Value Pr > F 
Model 3 44.1430229 14.7143410 14.46 <.0001 
Error 96 97.7180882 1.0178968   
Corrected Total 99 141.8611111    
 
Source DF Type III SS Mean Square F Value Pr > F 
job_satisfactio 1 25.68783574 25.68783574 25.24 <.0001 
employee_commitment 1 21.19244313 21.19244313 20.82 <.0001 
employee_*employee_c 1 19.85213255 19.85213255 19.50 <.0001 
 
Hypothesis 5 
H0:  Organisational commitment does not influence employee turnover intentions. 
H5:  Organisational commitment influences employee turnover intentions. 
 
Table 6.8 shows that there is a significant negative correlation between 
organisational commitment and employee turnover intentions (r=-0.33370; 
p=0.0007). In table 6.9 the GLM tests for effects, shows that employee commitment 
has a significant effect (Pr>F <.0001) and the parameter estimates of the effects 
shows that organisational commitment (-2.95692896; Pr > |t| <0.0001) has a 
negative effect on employee turnover. Hence the null hypothesis is rejected in favour 
of the alternative hypothesis therefore organisational commitment influences 
employee turnover intentions.  
Coetzee and Schreuder (2010) posit that employees who are not committed to their 
organisations involve in withdrawal behaviour.  Lower commitment to the school 
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organisation affects both the effectiveness of the school and causes teachers to be 
less successful or to leave the profession (Xaba 2003). According to Schultz and 
Schultz (2006) organisational commitment is strongly related to turnover, the greater 
an employee’s commitment to the job and the company the less likely he or she 
intend to quit. 
Hypothesis 6 
H0: There is no additive effect between job satisfaction and organisational 
commitment whereby the two put together account for a higher proportion of 
variance in turnover intentions than each of them separately. 
H6: There is an additive effect between job satisfaction and organisational 
commitment whereby the two put together account for a higher proportion of 
variance in turnover intentions than each of them separately. 
 
Table 6.10 Parameter Estimates for the resultant model 
Parameter Estimate Standard Error t Value Pr > |t| 
Intercept 13.70065376 1.92449190 7.12 <.0001 
job_satisfactio -3.26485463 0.64990811 -5.02 <.0001 
employee_commitment -2.95692896 0.64804064 -4.56 <.0001 
employee_*employee_c 0.88789789 0.20105335 4.42 <.0001 
 
Resulted Model: 
Turnover intentions = 13.7 – 3.3(Job Satisfaction) – 2.95(Employee Commitment) + 
0.9(Job Satisfaction*Employee Commitment)  
The GLM output in table 6.9 shows that the combined effect of job satisfaction and 
organisational commitment has a significant effect on turnover intentions (F = 19.50; 
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Pr>F <.0001). Furthermore from the table 6.10 above the resultant model shows that 
the combined effect of job satisfaction and employee commitment has a positive 
significant additive effect (Pr>t <.0001 Estimate = 0.887898). Therefore the null 
hypothesis is rejected in favour of the alternative; and concludes that there is an 
additive effect between job satisfaction and organisational commitment whereby the 
two put together account for a higher proportion of variance in turnover intentions 
than each of them separately.   
According to Riggio (2009), job satisfaction and organisational commitment have 
been investigated as predictors of employee turnover.  Both low levels of job 
satisfaction and organisational commitment are related to higher rates of turnover.  
Organisational commitment develops from job satisfaction and in turn influences an 
employee’s decision to remain with or leave the organization. Job satisfaction and 
organisational commitment are seen as vital component of turnover models.  The 
greater the job satisfaction, the less the likelihood that the individual will leave the 
organisation, and the higher the commitment levels of the employee, the lower the 
predicted turnover intentions (Martin & Roodt, 2008). 
6.4 Concluding remarks 
 
In this chapter, the results of the current study were presented.  The chapter 
provided a presentation of the demographic profile of the respondents, identified the 
relationship between job satisfaction and turnover intentions as well as relationship 
between employee commitment and turnover intentions.  Relationship between the 
three variables was also identified.  Hypotheses testing were done.  The chapter also 
provided discussion of the results.  The next chapter will deal with conclusions, 
recommendations, limitations and scope for further research. 
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CHAPTER SEVEN: CONCLUSIONS, RECOMMENDATIONS, LIMITATIONS AND 
SUGGESTIONS FOR SCOPE FOR FURTHER RESEARCH 
7.1 Introduction 
 
The previous chapter was a presentation of results and discussion.  The chapter 
provided findings of the study based on the research data analysis.  The present 
chapter will focus on the conclusions, recommendations limitations together with the 
scope for further study. 
7.2  Conclusions 
 
The conclusions of the study are presented below as follows: 
 The level of teacher satisfaction was high.  Teachers were satisfied with many 
aspect of their jobs though the level of satisfaction for the following aspect 
were lower than the other aspects:  the way company policies are put into 
practice, the working conditions, the chances of advancement on the job, the 
praise they get for doing the good job, the pay and the amount of work. Pay 
and the amount of work was the lowest.   
 The level of teacher commitment was high.  
 There is a negative relationship between job satisfaction and organisational 
commitment. 
 Job satisfaction does influence turnover intentions; there is negative 
relationship between job satisfaction and turnover intentions. 
 Organisational commitment does influence turnover intention, there is a 
negative relationship between job satisfaction and turnover intentions 
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 There is an additive effect between job satisfaction and organisational 
commitment whereby the two put together account for a higher proportion of 
variance in turnover intentions than each of them separately. 
7.3 Recommendations 
 
“Teachers are important as they are serving the country, making South Africa a 
better place to be by educating and supporting the future generation. Education is 
the key to life and it is one of our needs and rights, however, it is not to be taken for 
granted” (Personal conversation Litha Magocoba – Grade 11 learner). 
 
Mission and vision of Education has highlighted some of the reasons to be a 
teachers as: share your knowledge and make the world a better place, mould and 
shape ordinary children into extra ordinary citizens are, serve children, community 
and the country, help children understand values that make South Africa strong and 
proud (Education vision and mission poster).  This shows the importance of teaching 
profession therefore it is very important for the department of education to take note 
of the following: 
 Department of Education should put emphasis on policies, safe and healthy 
working environment and career development opportunities, then productivity 
can be improved.  That means quality of education will improve and better 
results will be achieved at the end of the year.  They will produce quality 
students.  Sirima and Poipoi (2010) have already mentioned that teacher job 
satisfaction is very important to continuing growth of education system around 
the world.  Teachers are a crucial element of educational opportunity 
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structures. Without teachers there can be no education and without education 
there is no possibility of sustained economic, political and social development. 
 Education system/ syllabus are changing now and then.  It is important for the 
department of Education to involve teachers through their unions in decision 
making, to try and accommodate their input in order for teachers to own the 
decisions and that will create easy implementation.  Education policies should 
be revisited. 
 Department of Education should also pay more attention on salaries of 
teachers 
 As we have seen that job satisfaction and organisational commitment impact 
on turnover intentions, once teachers are satisfied they will definitely 
experience high level of commitment.  When they are committed teaching will 
be fun, they will do it for the love of it.  They will be doing something that 
comes from the bottom of their hearts.  An organisation with highly satisfied 
and highly commitment employees fulfills its goals very easy.  Interestingly 
this study showed high level of commitment and high level of satisfaction but 
there are intentions to leave the job.  This could happen because teachers are 
being exposed to job satisfying factors as well as dissatisfying factors such as 
pay and working conditions. 
 Teachers can also be encouraged to attend seminars, workshops that will 
equip them with new skills. 
7.4  Limitations of the study 
 
This study was conducted in Fort Beaufort district in rural areas of the Eastern Cape.  
It was very difficult to get co-operation from teachers since it was time for 
106 
 
examination. It was also difficult to travel to different schools because of the rural 
nature of the area.  
7.5 Recommendation for further research 
 
The topic of job satisfaction, organisational commitment and turnover intention is 
very important, it is necessary to explore research on it because of the systems in 
Education that are changing now and then.  Future research may be done involving 
district offices, principals as well as learners, to help verify some of the teacher’s 
claims with regards to their behaviour in schools. That will give a clear picture of the 
level of satisfaction and commitment. 
It is also recommended that qualitative research be used to get deeper to the 
problems as well as insight on what respondents feel. 
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Annexure A: Questionnaire 
 
My name is Noncedo Magocoba, Student Number: 200272667 registered at the 
University of Fort Hare for Master of Administration (Industrial Psychology).  As part 
of the requirements for the completion of my studies, I am conducting a study on the 
impact of job satisfaction and organisational commitment on turnover 
intentions amongst high school teachers:  a case study of Fort Beaufort 
district.  It will be greatly appreciated if you could assist by completing the attached 
questionnaire.  Please be assured that all the responses will remain anonymous and 
only grouped data will be presented. 
Executive Summary 
Job Satisfaction is an important factor that has been found globally to affect 
absenteeism, commitment and also turnover. Lack of teacher job satisfaction result 
in frequent teacher absenteeism from school, aggressive behaviour towards 
colleagues and learners, early exits from the teaching profession, and psychological 
withdrawal from the work.   
Teacher job satisfaction is very important to continuing growth of education system 
around the world, therefore it is very important to keep teachers satisfied and 
committed in order to avoid turnover intention.   
This study seeks to investigate the impact of job satisfaction and organisational 
commitment on turnover intentions amongst high school teachers:  a case study of 
Fort Beaufort District.   
Contact Details 
Name:   Noncedo Magocoba 
Email:  nmagocoba@ufh.ac.za 
Cell No.:  +27 82 200 3398 
 
NB:  All information collected will be treated in confidence and will only be used for the purpose of this study. 
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Section A:  Demographical Information 
 
Instruction:  Tick the correct answer by making an X in the box of your choice 
 
1.1 Gender 
 
Male            Female 
 
1.2 Age 
 
21-30  31-40      41-50         51+ 
 
1.3 Ethnicity 
 
African          White   Coloured       Asian   Other(Specify)…………... 
 
1.4  Marital status 
 
Single        Married         Divorced       Widowed 
 
1.5 Highest qualification 
 
Diploma        Bachelor’s degree      Hons   Master’s         PhD     
 
 
1.6 Years in the profession 
 
0-4 yrs    5-8 yrs        9-12 yrs       13-16yrs      17yrs+ 
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Section B 
In this section, we would like to know whether you are satisfied or not satisfied with 
your job.  Carefully read the statement and indicate the degree of your satisfaction 
by ticking in the appropriate box with an X.  Please answer all the statements. 
Scale  
1. Very dissatisfied  2. Dissatisfied 3. Not sure 4. Satisfied 5. Very satisfied 
 
 1 2 3 4 5 
 
 
STATEMENT 
 
 
 
V
e
ry
 
D
is
s
a
ti
s
fi
e
d
 
D
is
s
a
ti
s
fi
e
d
 
N
o
t 
S
u
re
 
S
a
ti
s
fi
e
d
 
V
e
ry
 
s
a
ti
s
fi
e
d
 
 
2.1  The chance to work alone on the job 
     
 
2.2  The chance to do different things from time to time 
     
 
2.3  The chance to tell people what to do 
     
 
2.4  The chance to try my own methods of doing the job 
     
2.5  The chance to do something that makes use of my  
       abilities 
     
 
2.6  The freedom to use my own judgment 
     
2.7  Being able to do things that don’t go against my  
       conscience 
     
 
2.8  The chance to do things for other people 
     
 
2.9  The way my job provides for stable employment 
     
 
2.10  The way company policies are put into practice 
     
 
2.11  Being able to keep busy all the time 
     
 
2.12  The working conditions  
     
 
2.13  The chances for advancement on this job 
     
 
2.14  The chances to be somebody in the community  
     
 
2.15  The praise I get for doing a good job 
     
 
2.16   The feeling of accomplishment I get from the job 
     
 
2.17  The pay and the amount of work I do 
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2.18  The way my co-workers get along with each other 
     
 
2.19  The competence of my supervisor in making 
decisions 
     
 
2.20  The way my boss handles his/her workers 
     
 
Section C 
In this section, we would like to assess whether you are committed to your job or not.  
Carefully read the statement and indicate the degree to which you agree or disagree 
with each statement by ticking in the appropriate box with an X.  Please answer all 
the statements. 
Scale 
1. Strongly disagree  2. Disagree 3. Not sure 4. Agree 5. Strongly agree 
 
 1 2 3 4 5 
 
 
STATEMENT 
 
 
 
S
tr
o
n
g
ly
 
d
is
a
g
re
e
 
D
is
a
g
re
e
 
N
o
t 
S
u
re
 
A
g
re
e
 
S
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o
n
g
ly
 
a
g
re
e
 
AFFECTIVE COMMITMENT 
 
3.1  I am very happy being a member of this organisation 
     
3.2  I enjoy discussing about my organization with people  
       outside it 
     
 
3.3  I really feel as if this organization’s problems are my 
own  
     
3.4  I think that I could easily become as attached to 
another organization as I am to this one 
     
 
3.5  I do not feel emotionally attached to this organisation 
     
3.6  This organization has a great deal of personal 
meaning for me 
     
CONTINUANCE COMMITMENT 
3.7  I worry about the loss of investments I have made in 
this organisation 
     
 
3.8  If I was not a member of this organization I would be 
sad because my life would be disrupted 
     
 
3.9  I am loyal to this organization because I have 
invested a  lot in it, emotionally, socially, and economically 
     
3.10  I often feel anxious about what I have to lose with      
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this organisation 
3.11  Sometimes I worry about what might happen if  
something was to happen to this organization and I was 
no longer a member 
     
3.12 I am dedicated to this organization because I fear 
what I have to lose in it. 
     
NORMATIVE COMMITMENT 
3.13  I feel that I owe this organization quite a bit because 
of  what it has done for me 
     
3.14  My organization deserves my loyalty because of its  
         treatment towards me 
     
3.15  I feel I would be letting my co-workers down if I 
wasn’t a member of this organisation 
     
2.16  I am loyal to this organization because my values 
are largely its values 
     
2.17  This organization has a mission that I believe in and 
am committed to 
     
2.18  I feel it is morally correct to dedicate myself to this  
         organisation 
     
 
Section D 
In this section, we would like to know whether you are willing to stay within the 
organization or not.  Carefully read the statement and indicate whether you agree or 
disagree by ticking in the appropriate box with an X.  Please answer all the 
statements. 
 1 2 3 4 5 
 
 
STATEMENT 
 
 
 
S
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o
n
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ly
 
d
is
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e
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e
 
N
o
t 
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4.1  I have considered changing jobs 
     
 
4.2  I have been looking out for another job 
     
 
4.3  I am thinking of resigning 
     
Thank you for your participation in this research 
  
124 
 
Annexure B: Permission to conduct study 
 
20 Jacaranda Drive 
Fort Beaufort 
5720 
 
23 November 2012 
 
Mr N Tom 
District Director 
Fort Beaufort 
5720 
 
Dear Sir 
My name is Noncedo Magocoba, Student Number: 200272667 registered at the 
University of Fort Hare for Master of Administration (Industrial Psychology).  As part 
of the requirements for the completion of my studies, I am conducting a study on the 
impact of job satisfaction and organisational commitment on turnover 
intentions amongst high school teachers:  a case study of Fort Beaufort 
district.  
It will be greatly appreciated if you could grant me the permission to conduct this 
research on teachers.  Please be assured that under no circumstances will my study 
encroach onto the normal duty of the participants involved. 
The objectives of the study are as follows: 
 To determine job satisfaction level amongst high school teachers  
 To determine the organisational commitment level amongst high school 
teachers  
 To determine the relationship between job satisfaction and turnover intentions 
amongst high school teachers  
 To determine the relationship between organisational commitment and 
turnover intentions amongst high school teachers  
This study anticipates the following outcomes:  
 assist the department in addressing the areas of concern in order to maintain 
satisfaction and commitment among teachers as its employees. 
 guide unions to know exactly the needs of teachers  and what development 
plans can be implemented. 
 also assist the department of Education to put in place systems that will 
encourage teachers.  
 
Yours faithfully 
 
 
Noncedo Magocoba 
Email:  nmagocoba@ufh.ac.za 
Cell No.:  +27 82 200 3398 
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Annexure C: Acceptance to conduct study 
 
